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INTRODUCTION 
INDUSTRY 1S COMMUNITY -CONSCIOUSNESS 
A GROWING TREND 
Whether Industry is to be the helmsman of the future, in a 
Free Enterprise economy, remains to be seen. Business leaders are 
daily challenged to take the helm to avoid being grounded, or dashed 
against the rocks of ideologies inimical to the American way of life, 
Whether Management, while steering its course, will ac-
cept, to an ever-increasing extent, the responsibilities for furthering 
co -operation toward its various publics or communities, also remains 
to be seen. But the channel markers are pointing the way -- the way 
toward a well-informed, healthier and happier society; a society con-
tinuing to benefit from the assistance business has rendered it; a 
society making progress in better housing and better schools. And 
all because enlightened businessmen have taken the time to examine 
local, state, national and international needs, and acted accordingly. 
While exploring the many ramifications of Management• s 
responsibility toward the community, I was reminded of what George 
Bernard Shaw had to say some years ago: 11 Every person who owes 
his life to civilized society and who has enjoyed since his childhood 
its very costly protections and advantages should appear at reasonable 
intervals before a properly qualified jury to justify his existence, 
9 
which should be summarily and painlessly terminated if he fails to jus-
tify it and it develops that he is a positive nuisance and more trouble 
than he is wo.rth. Nothing less will really make people responsible 
citizens. 11 
And while it is not for us to judge the deeds of others, yet, 
we have the opportunity to · appraise the current excellent community ac-
tivities of many business leaders. Unquestionably, the influence of 
corporate citizenship is being felt with compelling force. What its im-
pact or progress will be for the future is naturally a matter of conjec-
ture. 
In exploring the status of this trend, the 11 community" I re-
fer to will, in the first place, be that of employee groups, and, second-
ly, t h e local community where the business is situated. The communi-
ties of customers and shareowners, as well, will be brought into the 
discussion. 
As for the 11 social responsibilties of the husine ssman11 , the 
term "refers to the obligations of businessmen to pursue those policies, 
to make those decisions, or to follow those lines of action which are de-
sirable in terms of the objectives and values of our society • 11 * 
"The decisions and actions of the businessman have a direct 
bearing on the quality of our lives and personalities. His decisions 
>!<J, P. 6 
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affect not only himself, his stockholders, his immediate workers, or 
his customers --they affect the lives and fortunes of us all.'' * 
So states Howard R~ Bowen, Professor of Economics at 
Williams College, and in expanding this thought he points up the fact 
that the composite of decisions by the businessman, both in small and 
big enterprises, determines for the nation in large measure the amount 
of employment and prosperity_, the rate of economic progress, the dis-
tribution of income among various groups, and the organization of in-
dustry and trade. Furthermore, such decisions influence significant-
ly the morale of labor, . the satisfactions obtained from work, the char-
acter of our consumption, our personal security, the rate of utilizati0n 
of our natural resources, and even our international relations. ** 
Observations of this nature generally have provoked such 
questions as: 
*1, P. 3 
**1' p. 3-4 
Is Industry's community-consciousness an inevitable 
trend of our times ? 
Because the businessman produces the goods our society 
demands, does it necessarily follow that he also has so-
cial responsibilities toward the community, over and 
above those inherent in his marketing program? 
ll 
Are such responsibilities limited by corporate charters, 
or other legal restrictions? 
Are social responsibilities to be discounted when con-
sidering the basic structure of a corporation, particu-
larly in the light of invested capital, and with sales and 
production problems tantamount to the successful opera-
tions of a firm? 
Just how extensive and deep rooted the scope of this trend 
of recognizing and accepting social responsibilities is I shall point up 
by outlining the economic fac1nrs, which, over the past half century or 
more, have contributed thereto; by following the successive steps in 
the coming-into-its -own of the Personnel Department as a staff func-
tion; and, in addition, I shall weigh Industry's many opportunities to 
assist the community both inside and outside the plant. In pursuing 
this course, other questions will arise, as for example: 
Has the concept of rugged individualism of laissez faire 
been cast to the four winds, never to be revived? 
Is Management's growing awareness of social responsi-
bility a natural by-product of the social legislation of 
t h e past two decades or so? Or is it a defense against 
gave rnment encroachments ? 
12. 
What constitutes good corporate citizenship? 
My close association, for nearly fourteen years, with the 
Management at Sanborn Company, Cambridge, Massachusetts (See 
A p pendix A), has aroused my interest in the subject. It is becoming 
ever more apparent that the requests for assistance from local, state 
and national philanthropic organizations are on the increase. Were 
the calls for funds only, the problem could be easily resolved, for 
common practice dictates that a contributions budget be established 
annually, based usually on five percent of corporate net income or on 
a percentage of sales, and within its confines donations are made. 
Just where to draw the line, however, in the giving of an 
executive 1 s time is much more difficult. How much company time 
should be allowed for soliciting funds, organizing teams, speaking, at-
tending committee meetings, writing of articles? Should such activi-
ties be the responsibilities of say the Chairman and the President, or 
should they be spread among other key people, either to ease the load, 
or to provoke interest in the importance of accepting social responsi-
bilit y? 
Should a company provide clerical and secretarial assist-
ance; windows for display materials and exhibits; space for meetings 
and X-ray and blood mobile units for the community; office equipment; 
and aiding in scores of other ways? In short, is it good business to 
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assist community projects in this way? 
It is, of course, a well-known and accepted fact that the 
United States of America is the most charitable nation on the face of 
the earth. Industry is now playing an important role in this respect. 
Nevertheless, by casting its bread upon the waters, is Industry assum-
ing the defensive against Government? Are businessmen adapting 
this trend to their propaganda machine in order to regain their once 
enviable position of the 1920's or thereabouts? Or are businessmen, 
solely from their own generosity and unselfish feeling for their fellow 
men, earnestly desirous of giving every possible aid and assistance, 
and the benefit of their leadership, to make their community a better 
place in which to live? Thus , the onlookers question ·and ponder. 
Admittedly, social responsibility is no panacea for the 
problems of our national economy, but underlying the concept is a 
soul-searching, basic truth, namely, business is not an entity unto 
itself - not an isolated institution. On the contrary, its influence 
reaches far and wide -into the market places, the schools and church-
es. For business is fast becoming an important well.spring of society, 
and recognizes and accepts its respohsibilities. 
Today, more than ever before, business, as a corporate 
citizen, is setting itself up as one of the strongest bulwarks against 
communism. For capitalism has been and continues to be on trial. 
14 
There are those among the economists and iconoclasts who predict its 
downfall. Accordingly, there is a challenge and an opportunity for 
Management to preserve and enrich the American system of democracy, 
and in so doing protect the rights of free men everywhere. 
In preparing this thesis, I have drawn upon a considerable 
mass of written material -books, magazines, leaflets, public rela-
tions brochures, speeches. Information has been furnished me by the 
National Association of Manufacturers, the Associated Industries of 
Massachusetts, the Chamber of Commerce of the United States, the 
National Industrial Conference Board. 
A number of corporation executives have given me the bene-
fit of their knowledge of the subject, and social and service agencies 
have contributed pertinent information. 
15 
CHAPTER I 
T HE AMERICAN WAY OF LIFE 
A deep and forceful analysis of the American way of life 
has bee:ri made by Clarence B ·. Randall, Chairman of the Board of In-
land Steel, viz. : 
The secret of the greatness of America, as I see it, 
must be sought in the minds and hearts of our people. 
It will not be found in the mountains, or on the waters, 
or in the mine, or the mill, or the field. It cannot be 
transported or weighed, or measured by any device 
known to the Bureau of Standards. It has infinite 
value, yet cannot be seen. It is found everywhere, 
yet many do not recognize it when they behold it. We 
still possess it in such abundance th at we often seem 
to display contempt for it, yet other nations, who have 
lost it, have found it impossible to regain. No two 
among us would describe it in the same terms, yet 
each of us senses its power, and holds the deep con-
viction that it must be preserved at all costs ...•. 
It has brought us greater physical comfort, greater 
personal hap piness, and greater power for good than 
any other yet discovered by man, yet there are those 
among us who seem to take this amazing achievement 
for granted. To be worthy of this heritage, and of 
the sacrifices that others have made in our behalf, we 
need far deeper understanding of this way of life, and 
a sense of urgency in our determination to preserve 
and enrich it. * 
This basic concept of freedom and dignity of man has not 
been easy to attain. But, in spite of roadblocks, its development has 
*7, pp. 26-27 
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been stead y. And, because its future is thr e atened , industrial lead-
ers are to an ever -increasing de gree b e ing called u p on to defend the ir 
p osition in p r e sent-day society. 
ECONOMIC STEPPING STONES 
From a p eriod as c olorful and exciting as any in our history, 
when t h e '' robber barons" and "captains of industry" were both ad-
mired and feared, but always blas phe med by one stratum of society -
the laboring c lasses and the poor - our economy plunged into an era of 
spectac ular g rowth . The Panic of 187 3 h ad brought our industrial ma-
chine to a grinding a n d sobering h alt, but when it again started on its 
lumbering way, it was to gain a momentum never before witne ssed in 
the annals of hi story. 
During the latter h alf of the nineteenth century, the Unit ed 
S t ates h ad become the leadi ng manufactur ing nation in the world. The 
small, individu ally-owned s h ops were soon replaced by c orporati ons, 
and g radually the trend t oward concentrati on and consolidation devel-
oped. 
Then, slowly and inexorably, a seri es of attacks began to 
be leveled at thi s new giant, American Business. First , there was 
the a g rarian movement, provok ed by t he f e eling of unjust a nd unfair 
s h aring of the fruits of t h e economic system. Next, the wage earners 
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were dis g runtled, and became "convinced t h a t t h e sweat of their brows 
but filled t h e purses of t h e r i c h . ' ' * 
T h ose in government posts though tfully weigh ed t h e signifi-
can ce of t h e times, and "Senator Vance of North Carolina openly be-
wailed the fact t h at th ough the p h ysical integrity of t h e Union was strong 
and materi al progress noteworth y, 'th e land is full of monopolies & 
money com b inat ions on the one h and, and h oney- c ombed with restless 
labor o r ganizations, soc i alism and discontent on th e o ther. 1 " >'.<>!< 
In t h e citi es, there were groups resentful ·indeed of t h e 1n-
justices t h ey experienced at th e h ands of speculators. Private ga i n 
was the key not e, wit hout t oo much att ention being directed t oward t o-
day's readily a cc epted managerial emphas i s on servic e to customers. 
And t h e "public-be -damned" t h eory reigned. 
With s u ch a back drop of resen tmen t, discont ent , i n equities, 
th e reformers went t o work. There were t h ose, such as Henry Geor g e 
a n d Jacob Riis, wh o pursued th e social aspects, while state and nation-
allegi slatures struck at the monopolies and trusts. 
Wi th controls in t h e offing, busines.s outlined its many con-
t ributions to soc i ety, "in t h e swelling s t ream of goods that poured out 
over the land, in the growing t ranspor t ation and co.mmunications fac il-
* 4 , P. 4 91 
** 4 , P. 4 91 
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ities, in the increasing number of stores and other distributive outlets 
in city and hamlet, and in the decreasing costs of production." * 
It further argued: 
While every individual, even the humblest, added some-
thing by his work to the mighty forces of progress, it 
was the unceasing labors of a handful of industrialists 
and financiers with unbounded dreams for the future 
who built the basic foundation of the modern material 
nation. Those who planned the steel mills, the giant 
refineries, the railroads, and the spreading plants 
were not of the idle wealthy. They and the workmen 
who kept the pounding wheels in motion brought pre-
viously unknown physical comforts to all and built an 
economic structure that was in the future to demon-
strate its ability to defeat those who would by physical 
force destroy the democracy. ** 
"The controversy was not easily settled," continues James 
A. Barnes, in his "Wealth of the American People. 11 "The trouble was, 
perhaps, that the nation faced for the first time the perplexing problem 
of guaranteeing to an industrial society democratic liberties that had 
been born in field and forest. It was difficult to distinguish between 
rights and privileges. Judges, legislators, and executives, dodging 
their responsibilities, refused to stay what to many appeared to be the 
eager hands of greed, arid the beginning of the twentieth century saw 
the rise of giant concerns scarcely dreamed of in the eighties and 
nineties. But the seeds of social cont rol had been planted, though 
* 4, pp. 495-496 
** 4, P. 496 
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fruiting time was still in the future. Unfortunately t h e shape of the 
reforms was in too many c ases to be determined not by society as a 
whole but by individuals and groups, both c apitalistic and laboristic, 
who were interested primarily in their own economic progress. 11 * 
Summary of events in our economic growth from 1900-1929 
Thus, we proceed into a new century - one of technological 
progress, mass production, increased emphasis on transportation fa-
cilities (railroads, inland waterways, land vehicles, highways, public 
conveyances, automobiles, airplanes), highly developed communica-
tions systems (telephones, telegraph; tickers, alarms, cable), ad van -
ces in the electrical field, mechanization of business offices, and a 
myriad of mechanical devices. 
Henry Ford introduced the 11 era of intensely production-
minded captains of industry, but the Harrimans, Morgans, Fricks, 
and Rockefellers were far more interested in the exciting manipulation 
of huge masses of intangible wealth t han in the humdrum business of 
turning out goods. 11 ** 
As for the extent of industrial growth, Barnes attributes it 
to a combination of machinery, science, capital, and an unusual de-
mand for physical possessions.*** He cites the factors responsible 
*4, P. 498 
**2, P. 224 
***4, P. 564 
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for the ever -swelling output of American industrial plants as: ( 1) the 
tremendous increase in power production, (2.) installment buying as a 
powe rful sales device, and ( 3) advertising.* 
By 1930, a s p an of 30 years, the working force, for occupa -
tions othe r than agriculture, had gradually doubled, to more than 38 
million. And during this p eriod, some 18,500, 000 immigrants further 
swelled our already expanding population. ** 
What effect this marked increase in the labor market h ad on 
our economy is brought out by Barnes: 
But the urban frontier, like the agrarian frontier of the 
West, was closing; the ability of the cities to absorb 
profitably new workmen whose greatest asset was 
brawn was lessening rapidly. The basic economic 
structure h ad passed the stage where sweat and toil 
were principal component s, and machine s were begin-
ning to perform automatically the simple tasks that 
h ad once marked the workbench. American labor, 
fighting to maintain itself against mechanical encroach-
ment and a t the same time lift its standard of living, 
bitterly opposed the incoming aliens. *** 
The twenties saw opposition to the labor movement by the 
National Association of Manufacturers and other business groups. 
Prosperity was general, employment high, and significantly prices 
were not rising . Thus, conditions were not conducive to unionization. 
Installment buying became rampant, and speculation was widespread. 
* 4, P. 565 
"''* 4, pp. 607-608 
*** 4, P. 609 
2.1 
Then came October 24, 192.9 -"Black Thursday". Sales of 
stocks soared. Margin and s h ortselling began. And th e following 
T u esday, October 29, the New York Stock Market crashed. In its 
wake c ame bankrup t c y and despair. The American economic system 
h ad collapsed. 
Socio-economic factors from 1930 to World War II. T h e 
period from 1930 to World War II, ush ered in by the Great Depression, 
focused attention on t h e people, the laboring classes, while the finger 
of scorn continued to be pointed at Industry and its leaders from then 
unt il the day the American production mach ine began to satisfy the de-
mands h eaped upon it by World War II. 
Unemployment h it an all-time h igh. In fact, as depression 
stalked the land, it is estimated that some 12,000,000 t o 15,000,000 
were without jobs. 
Discontent spread apace, and with it indignation toward 
busin ess mounted. The records contain unsavory accounts of corpor-
ation officials who turned their laboring force into th e ranks of the un-
employed, and yet drew from t h eir f i rms large salaries and bonuses. 
Unethical reporting of inc ome taxes was all too frequent. In some in-
stances, wages were cut, but no commensurate reduction in the prices 
of products or services was made, 
2.2. 
Gradually , the p ro t es t s became more and more emph atic. 
T h e March on Wash ington, the Bonus Army, unp aid teach ers, a p ple 
vendors, disgruntle d farmers - all were re suits of a deadly sick econ-
amy . 
To relieve business disaster, t h e Recon struc tion Finance 
C orp oration was created by federal legislative act, early in 1932. 
With t h e inauguration of t h e New Deal in 19 33, the "for g o t -
ten man'' c omes into the picture, and th e next few years were to exper-
ience the effect of some of t h e most sweeping of soc i al legi slation our 
democracy has ever witn essed in such a short span of years. 
Aside from t he many financial programs, set up as purely 
re c overy measures, Social Security sough t specifically to alleviate fi-
nancial stress among th e unemployed, the aged, and charitable cases. 
Unsuccessfu lly, some private industrial firms had attempted to estab-
lish th eir own unemployment insurance programs. Old-age pensions 
h ad been installed, b u t n ot to any marke d extent. Thus, se t in opera-
tion in 1935, Social Security encompassed Federal Old-Age Benefits, 
Unemployme n t Insurance, and Public Assistance (the aged, t h e blind, 
and dependent children ), and Roosevelt's wis h t o provide economic se -
curity for American citizens came into being. 
Prior to t h is revoluti onary legislat ion, Roosevelt had signed, 
in 1934, th e Railway Pension Act. 
2.3 
Housing programs, the HOLC, all helped to imp rove the lot 
of the citizenry. But in t h e area of social relief, work had to be pro-
vided for de sperate milli ons, and, c onsequently, such programs, as. 
the followi n g , were soon operating : 
The Civilian Conservation Corps 
The Nati onal Youth Administration 
Federal Emergency Relief Act 
Civil Works Administration 
The Emergen cy Work Relief Program 
Works Progress Administration 
Public Works Administration 
To assist the young and t h e adults, th e skilled and unskilled; 
to provide food; to establish programs for soil conservation, the gener-
al improvement of highways, forest and park lands - such were the mo-
tives of the government and economics expert s. But Industry - and 
gradually even the masses - failed to see the economic stabilit y that 
h ad been promised by such planning. 
Next came crop control, and attempts were made to level 
off the gluts and further stabilize t h e flow of agricultural products to 
the n ation 1 s markets. 
In the wake of such widespread economic disturbance, labor 
was coming into its own. The National Labor Relations Board was 
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established in 1935, "on a permanent and independent basis. It guaran-
teed labor not only the right to unionize without interference but the 
right to bargain as a unit as well. In cases of rival unions in the same 
shop the NLRB was empowered to conduct, when requested, elections 
to determine by majority vote the bargaining group. It was authorized, 
too, to investigate violations of the law by employees, and its findings 
were 'conc lusive'. It could issue 'cease and desist' orders against any 
corporation that in its opinion was imposing on labor, and it could peti-
tion 'the respective circuit courts of appeal' for enforcement. The 
board in all cases was prosecutor, judge, and jury combined." * 
Naturally, employers were quick to feel the impact of hostil-
ity in such legislation, for it was all too obvious that labor was favored 
by, and h ad the protection of, Government. 
About this time, the CIO was expelled from the A. F. of L., 
and Labor was definitely lined up against Industry. The latter p art of 
the 30's became one of continuous strife - sit-down strikes, widespread 
strikes, brutality, intim~dation. And Communists appeared on the la-
bor scene. 
11 Labor, as capital h ad done in its day of dominance, neg-
lected to guard against the evils that frequently accompany growth . 
Moreover, it began on a large scale practices that it had bitterly con-
*4, P. 767 
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demned in othe r days. It exercised monopoly and interfered with 
local and individual democracy while decrying such conduct elsewh ere, 
and its political contributions and actions struck a familiar chord in the 
memory of politics." * 
As for the gains of labor between 1933 and 1940, according to 
Barnes, they exceeded those of any comparable period in American h is-
tory. Among such gains, he cites (1) the restriction of child labor, 
(2) shorter hours, (3) increased wages, (4) acceptance of the right to 
organize and bargain collectively, (5) outlawing of "yellow dog" contracts 
and easily obtained court injunctions, ( 6) setting up of machinery to 
guarantee strict observance of the reform laws, (7) providing of media-
tion boards, and (8) abandonment, for the most part, of th e practice of 
using military force in industrial disputes . 
In spite of all planning, however, depressions were exper-
ienced in 1937 and 1940. 
Meantime, rumblings of war were being heard - and feared -
but perhaps welcomed by some who felt that if not by planning, then by 
buildi ng bulwarks of defense would we ever be free of the economic ail-
ments dogging our footsteps. 
*4, P. 770 
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FREE ENTERPRISE --ITS STATUS TODAY 
Throughout this period, Capitalism was on t rial. 
It continues to be on trial, and what verdict will be reached, 
and whether or n ot this American system will be allowed to perpetuate 
itself, rests with the American citizenry. 
The Great Depression h as altered our basic economic ideas, 
our laws, our ins titutions, our ordinary ways of doing business . Its 
aftermath has brough t a reversal of p ositions for Labor and Manage-
ment , with the offensive assumed by Labor, w h ile Management took 
the defensive. 
Lais sez-faire tenets are no longer feasible. Rugged indi-
vidualism h as become outmoded - relegated to the arch ives. In fact, 
Capitalism, as we knew it in t he early part of the twentieth century, 
now no longer exists. As Samuelson succinctly describes it, " Ours is 
a m ixed free enterp rise economic system in wh ich both public and pri-
vate institutions exercise e c onomic cont rol." * 
Much of th e world is collectivized, and forces are at work 
to bring all nations under t h e Communist yoke. Their strong offensive 
batte rs at Capitalism, Free Enterprise, Democratic Capitalism, and 
scorns and ridicules capitalists, as crushing labor beneath their h eels, 
gaining riches at the expense of the poor, a n d fl.a_unting other such 
*6, P. 35 
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cliche's for th e uninformed to adopt and cling to. 
Regarding the threats of Comn1.unism, we are left, as 
Heilbroner states, 
with the immeasurably more difficult and subtle task 
of persuading the world's dispossessed that we are 
just as concerned with their lot, just as eager to aid 
reform, just as hosti le to exploitation as the Russians -
although our means and slogans are less dramatic and 
our promises less tinged with paradise than theirs. 
Thus the overwhelming problem facing c apitalism is 
not economic at all. It is the political problem of es-
tablishing itself as the arsenal, not only of production, 
but also of hope and meaningful freedom to the anony-
mous hundreds of milli<DS who may otherwi se distrust 
us, fear us, and - if the awful day should ever come -
take arms against us. * 
Internally we are beset by threats of statism, socialism, 
planned economy, the welfare state, labor government. More and more, 
in recent years, business leaders are being urged to defend the Ameri-
can way of life, to serve i n the community as teachers of economics, 
and to give of their time and money to preserve our American institu-
tions. 
Several organizations are, in fact, promoting and sponsor-
ing programs to eradicate socialistic propaganda and thinking, and to 
re-emphasize the basic American principles, as conceived by our Found-
ing Fathers, and fought for and defended by our ancestors. A few such 
*2, P. 313 
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groups are: 
1. National Association of Manufacturers. Some 
years ago this organization established a "Com-
munity Leaders'' program under which business 
leaders were primed on the urgency of their be-
coming more articulate about business economics. 
More recently, the plan evolved into the circular-
ization of literature on excessive taxation, busi-
ness controls, and the like, to the opinion molders 
of communities. 
2. The Chamber of Commerce of the United States 
has been holding a series of conferences designed 
to alert industrial leaders to the important role 
they can play in correcting the erroneous econom-
ic thinking of our populace. For example, at the 
thirty-first meeting in this series, held on De-
cember 6, 1954, at the Sheraton Plaza in Boston, 
it was brought out that but 5% of our population 
has had any training in economics. Thus, there 
is an extensive area into which business men can 
carry practical, firsthand knowledge of business 
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and economics. 
3. The National Associated Businessmen, Inc. has been 
making a concerted drive to high light, and take ac-
t ion on, the extensive list of competitive business-
es our Government is engaged in. In setting itself 
up as a competitor, the Government is not only in-
vading the territory of private enterprise, but in so 
doing is denying itself taxes. For exam ple: "The 
total loss of tax revenue resulting from Govern-
ment's business ventures is estimated at from one 
and a h alf to two BILLIONS a year!" * 
4. More recently, The American Progress Foundation, 
of Los Angeles, California has been circulari zing 
businessmen, urging their support of the "Proposed 
23rd Amendment" to rid the free enterprise system 
of Government competition. 
5. Investors League, Inc. h as fought for some ten 
years t h e double taxation of dividends, and more re-
cently has entered t h e ranks of those opposing 
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Government as a competitor to business, particularly 
as regards the atomic energy issue. * 
This is but a sampling of the activities that are already be-
coming deeply rooted in the struggle to maintain Free Enterprise. To 
defend our way of life is an obligation for each of us, and the efforts 
our industrial leaders are -putting forth in this respect promise to be 
noteworthy. 
Although obstacles exist, the future of Capitalism is hope-
ful. For one of the most forceful of stimuli is population growth , with 
its attendant demands for new h omes, new automobiles, and a variety 
of essential and luxury goods. By 1975, it is estimated that our coun-
try will have a population of some 200 millions. Thus, with the conse-
quent rapidly expanding markets, a steadily rising standard of living 
for millions of people, the economic horizon, under Free Enterprise, 
presents a spectacular challenge to the business leaders of our country 
in all areas of activity. 
*I 58 
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CHAPTER II 
AWAKENING OF MANAGEMENT'S COMMUNITY -CONSCIOUSNESS 
Rapid economic growth a .nd industrial progress in the 
United States, together with their numerous direct and indirect rami-
fications, have, on the one hand, alerted those businessmen, who might 
have been indifferent to innate human de sires, to the importance of ex-
tending maximum c onsideration to the area of Human Relations, both 
within and outside their own enterprises. As for those who have b e en 
more forward looking and progressive, an ever-deepening emphasis is 
being indelibly registered in this field. 
WORLD WAR II POINTS UP INDUSTRIAL POTENTIALITIES 
That the United States achieved during World War II the 
most notable production record in history is well known. That it was 
able to do so, even under the shackels of Government controls, has 
won the praise of those ordinarily in the scorners' seats. At this per-
spective , some twelve or more years later, we are still greatly im-
pressed by such a remarkable feat. 
The story of how our numerous business enterprises con-
verted from peacetime activities to mobilization for total war is also 
well known. We witnessed and experienced rationing, the supervision 
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and allocation of critical materials, the freezing of prices and wages -
in short, a vast extension of Government power. 
Our economy, of necessity, had again altered the American 
way of life - this time in an attempt to protect its concepts for the 
world. 
People had a role to play in the production effort - people 
who formerly were among the leisure class l whose home responsibili-
ties precluded their outside employment~ whose social betterment and 
advancement had been difficult because of race, creed, or color; who 
were counted among the unemployables. 
People, millions of people,faced changes in their living con-
ditions, and with the ever-mounting gravity of the War they were cata-
pulted into the defense effort, in innumerable instances far from their 
native communities. Negroes left their homes in the South for those 
cities booming with war orders; farmers joined countless numbers in 
the western airplane factories. 
employed. * 
The unemployable became gainfully 
How peacetime operations were converted, sometimes in 
the matter of hours, into the wartime production effort generally call-
ing for working shifts around the clock, even now beggars the imagina-
tion. Then, too, the problem of fitting civilians into jobs where they 
*4, P. 842 
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could render their maximum service was colossal indeed, and one not 
easily resolved. 
To accomplish the goal of the greatest productivity possible 
and because of the scarcity of skilled laborers, elaborate assemblies 
were broken down, for example, into the simplest components to be put 
together by unskilled workers. In other words, unskilled workers, by 
doing a series of operations not calling for any particular skill, could 
actually complete jobs previously handled only by efficient, skilled 
workers. 
In order to accomplish this goal, not only were the usual 
management functions of planning, organization, administration, and 
the like galvanized into greater action, but the study of people and how 
they could effectively and proficiently produce for the war effort gained 
paramount consideration. 
Wasted time; spoilage of critical materials, careless work-
manship, faulty machining and the like could lose the war. To cope w ith 
a nd minimiz e_ t ,:1e s e p roblems, employee training became widespread, 
and to the _extent that Government fostered and promoted the Job Train-
ing Within Industry programs. 
War taught us another lesson, namely, that a worker wanted 
to learn all he possibly could not only about his job, and the progress 
and condition of the company he was working for, but what part his 
34 
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particular work had in the finished tank and jeep that rolled off the pro-
duction line. His pay check was not all important to him, but of more 
personal satisfaction was status, recognition, the fact that his particu-
lar job had a definite meaning to, and bearing on, the overall produc-
tion picture. 
Employee benefits began to receive considerable attention. 
In short, employees were recognized as a company's most valuable 
asset, for upon their loyalty and productivity, the success of the war 
effort for that particular company rose or fell. 
To increase productivity, ideas were sought from defense 
workers, and the War Production Board promoted Suggestion Plans 
throughout Industry. 
A 
MANAGEMENT REVIEWS ITS RAISON D'ETRE 
Probably one of the most salutary effects of World War II 
on our economy was the fact the businessman .was somewhat restored 
to his earlier position of prestige. Management had proved to be high-
ly co-operative with Government, even though it had been weighted down 
under controls, and severely and in a costly way handicapped by a del-
uge of forms and red tape. It had demonstrated its capabilities in 
emergencies, and was now ready to carry on in the post-war adjust-
ment period. 
Just how it was going to measure u p was viewed question-
ingly by the Fair Deal and labor, as well. 
lenge - and accepted it. 
Management faced a chal-
Impact of the Fair Deal. Many of the socio-economic props 
of the New Deal had failed dismally. · In fact, the same forces which 
influenced and furthered the cause of t he New Deal continued through -
out the Fair Deal - t h eir goal and determination the undermining of 
Capitalism. 
Early in September, 1945, Truman" calle d t h e vacationing 
Congressmen back to Washington to tell them what had been done about 
disbanding the military force, canceling contracts, and emp tying the 
factories of war machines and goods and to recommend in a 'twenty-
one -point p rogram' that they aid the States in enlarging unemployment 
benefits, provide for full employment, pass permanent fair -employ-
ment-practice legislation, extend the federal employment service until 
June 30, 1947, establish universal military training, enact a housing 
and slum-clearance program, expand and liberalize social security to 
include health insurance, lift the floor of wages from forty to sixty-
five cents an hour, devise plans for developing natural resources and 
carrying on essential public works, encourage scientific research, 
36 
reduce taxes, help th e veterans, vote liberal aid to Europe .... " * 
The p ros and cons of Truman's "twenty-one point program" 
are not under discussion at th e moment. However, to finance such 
plans called for astronomical spending, and t h e corporations were, of 
course, to be t h e source for f inancial backing. 
Aside from the onerous taxes w h ich would ensue, there was 
nothing in the Government picture to encourage postwar industrial 
growth and expansion. 
Already civilian production was plagued by rising prices, 
labor problems, retooling costs, scarcity of materials. Supply trailed 
demand. "Statistically postwar economic progress was impressive, 
yet in terms of national need p roduction was with few exceptions w h olly 
disappointing." ** Government controls persisted, and strikes spread 
rapidly. 
Growing strength of unions. The Great Depression pro-
vided fertile ground for the rapid growth of unions, as depicted in 
ChartNo. 1. With business in the doldrums and unemployment mount-
ing terrifyingly, an opportune time was at hand for the working force 
of the nation to act. 
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CHART NO. 1 
~lliMBERSHIP IN AMERICAN LABOR UNIONS* 
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T h e gains labor made during this period have been outlined 
on Page 26. In spite of these, internal strife broke their ranks, and 
early in 1936 the Congress of Industrial Organizations came into being. 
Chart No. 2 analyzes the membership, for 1949-1950, of 
the country's sixteen largest unions, and their affiliation with the c~ I. 0. 
and A. F. of L. 
After some nine or ten years of considering a merger, and 
many attempts at reconciling differences and overcoming jealous rival-
ry, the two big labor groups, early in 1955, joined forces. Some have 
viewed this step with alarm, while others have been inclined toward its 
favorable acceptance. Labor itself looks for a "psychological impact" 
as a result of the amalgamation, rather than any specific gains in or-
ganizing and bargaining problems. * 
In addition to the merger becoming a "political powerhouse", 
it is expected that there will be fewer "juris dictional headaches 11 for 
businessmen. However, the predictions are that there will be intensi-
fied organizing activities aimed at the white collar workers, the South 
and the textile and chemical industries. 
T h e total number of workers involved in the merger are: 
* 80, P. 9 
39 
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Hotel and 
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Workers 
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Workers 
Railway 
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Trainmen 
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of Labor 
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s estimated by Canadian Department 
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e Board "Road Maps of Industry'', 

AFL 
CIO 
Merger 
10,200,000 
5,000,000 
15,200,000 * 
constituting the overwhelming majority of union membership for the 
country. 
According to "The Wall Street Journal", the amalgamation . 
does not in itself bespeak labor unity. Rather, this unity has been due · 
to the power of individual unions within the federations to tie up whole 
industries. "And this power ... has been made possible by t he spe cif-
ic exemption of labor unions from the anti-trust laws and their conse-
quent ability to conduct industry - wide bargaining. 11 ** Thus, manop-
oly will not exist because of the merger, but "by leaving labor unions 
beyond the law that proscribes monopoly.'' ** 
Also bringing considerable controversy into the labor pic-
ture are th e State s' "right-to-work" laws. Set up as the safeguard for 
the individual worker, labor counters th at under these the security of 
unions is restricted, and that, because of the "right-to -work" laws, 
limitations are placed on both employer and employee in collective bar-
gaining. 
In addition to the ir strenuous campaign for increased fringe 
benefits, labor has already been active in its opposition to the private 
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control of the atomic energy programs, :0:< and is alarmed over the ad-
vanced techniques of automation. 
Not only is the factor of new physical growth of the labor 
movement important, with its definite influence on the American voter, 
but the unions are also reaching out into the community to gain approv-
al. For example, they are ''participating in community endeavors, 
such as serving as members of school committees, aiding c ommunity 
fund drives, helping to combat discrimination, and establishing scholar-
ship funds. *:0:< 
These efforts, on the part of locals, have provoked both 
praise and blame. There are those who feel that unions make a sel-
fish effort to publicly tie their community activities to themselves, 
while others are ready with their praise for the meritorious work done. 
The extent to which they are able and equipped to promote 
their community activities is portrayed in the following unprecedented 
incident. In the summer of 1954, the International Ladies' Garment 
Workers' Union (AFL) opened a new 14, 000-square-foot, $40,000 ap-
parel plant in Appomattox, Virginia. It was constructed to be leased, 
at a nominal rental, to Youth Time Togs, Inc., of New York, to pro-
vide jobs for some 250 unionized garment workers who had been on 
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strike against another plant for seven months. These workers had been 
collecting $20 -a-week benefits during the period they were on strike, 
and had been unsuccessful obtaining employment elsewhere. The les-
see, after five years, will be given the right to purchase the plant at 
its original cost. * 
Desire to promote ·industrial peace. To keep the production 
wheels turning, industrial peace is essential. Basically, it is founded 
on the team work and co-operation of the labor and management groups, 
and the understanding of each other's prerogatives. To accomplish in-
dustrial peace, a strong Human Relations program is necessary, and 
should comprise, in addition to the usual provisions for security and 
employee benefits, the careful training of each employee in his work, a 
demonstration of the part his job plays in the overall picture, the pres-
ent competitive position of the company and its future plans, and how in-
efficiency and careless workmanship can endanger his company's com-
petitive position and future plans, as well as his own eventual livelihood. 
In other words, the education of the worker - and even going 
a step further, the education of the public to the status and function of 
the industrial organizatio;n in our Free Enterprise system- is a funda-
mental precept in insuring industrial peace. Without complete under-
standing of industrial motives, our economic system faces imbalance, 
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and be c omes more seriously threatened by ideologies inimical to our 
way of life. 
To insure industrial peace, there mus t exist in the labor 
and management groups a mutual desire to c o-operate with each othe r 
for the ultimate good of all peoples. 
"One very promising sign, 11 according to John W. Teele, 
"is t h at many managements and unions h ave shown genuine interest in 
developing harmonious relations. It is not unusual in current con-
tracts t~ find language describing the desire of both p artie s to co - o p e r -
ate for their mutual interests. 11 * He proposes that reference to a 
termination date be eliminated from contracts, and in its place insert-
ed a statement such as: 
It is agreed by th e Company and th e Union that on all 
matters of joint conc ern dis c ussions and negotiations 
s h all be on a c ontinuous basis. Either party to the 
c ontract s h all be free to t ak e up any such matter with 
the oth er at the earliest practicable time after it h as 
been re c ognized as an is sue or potential issue. * 
Anothe r promising note in mana gement' s desire t o p romote 
industrial peace was highlighted, back on May 21, 1948, when "Progress 
.Sharing" was initiated at General Motors. Briefly, this philosophy, 
which involved 17 unions, nearly 100 union contracts, and covered 
· more th an 300,000 workers, i s outlined by former President Charles 
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E~ Wilson: 
General Motors believes that industrial workers, along 
with all other citizens, are entitled to share in th e ad-
vancing prosperity of the nation. Accordingly our la-
bor contracts include a yearly wage -raise which we c all 
"the progress-sharing factor''. Each year, on May 29, 
four cents per hour is added automatically to each wage 
classification. 
T h e escalator clause sees to it that the purchasing pow-
er of wages is not reduced. The progress -sharing 
clause, sees to it that the purchasing power of wages 
is increased. The escalator principle and t he progress-
sharing principle m u st be used together. Either one 
standing alone will not do t he trick.* 
The responsibility of unions in reaching th e goal of industrial 
peace is of considerable magnitude. In this connection, Dru cker states: 
*126 
Altogether the union, like the corporation, is a basic in-
stitution of an industrial society. It has therefore to be 
in such harmony with society that t h e achievement of its 
own ends furthers the realization of society's basic be-
liefs and promises. But there is a deep conflict be-
tween the negative - anti-industry, anti-socie t y, - leit-
motif of American unionism and the demand of society 
th at t h e unions, as institutions, contribute positively to 
t he welfare and fulfillment of society ....... And it is 
to be hoped that unions can eventually become ins t itu -
tions of .society rather t han ins t i tuti ons agains t socie ty , 
and can participate in the great and difficult job of in-
tegrating the worker as a citizen into industrial society. 
So far, h owever, they have h ardly even tackled t he job.** 
**11, pp. 161-162 
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C H APTER III 
PERSONNEL BECOMES A SCIENCE 
Ac c ording to Ordway Tead, personnel work in t h e United 
St ates "as a distinct a n d separately named functi on among t h e major ex-
ecu tive divisions of an organization dates from about 1912, wh en at least 
a dozen corp orations saw t h e advisability of group ing under one execu-
tive v a r i ous activities w h ich h ad been undertaken in order to inc rease 
labor output and cultivate th e good will of employees. These ranged 
from e xperiments in sc i entific management in its more limited s c o pe , 
such as time-s t udy and wage incentive meth ods, and in so-called w el-
fare work to a variety of a c tivities now included as part of t h e p e rsonnel 
func t ion, wh i c h w ere based on recogn ition of t h e fact th at maximum, c on-
t inuous quality output involved t he intelligent co -o peration of t h e work -
ers. " * 
DEVELOPMENT OF THE PER SONNEL FUNC T ION 
The need for personnel admin is t ration be c ame pronou nced 
as small i n dust ry disappeared and th e growth of large corporations be-
c ame widespread . Earlier, th e ''small s h op owner knew h is employees 
intimately and, in emergencies, frequently ass u med responsibility for 
*222, P.88 
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t h em. In a sense h e though t of them as an extension of his own family 
and reacted to them as he would to his own children, sometimes harsh-
ly, sometimes indulgently, always paternally. II 
* 
During this period, 11 an employee had a triple satisfac tion 
which was soon lost: he had personal responsibility for the creation of 
all or most of the product manufactured, he could derive pleasure from 
his skills and the variety of his efforts, and he had a personal relation-
ship with his employer. 11 *=<< 
To compensate for the loss of the personal contact between 
employer and employee, a delegation of this relationship became nece s-
sary, and with it came the origin of the personnel function. Then, in 
addition t o the personal and individual welfare of employees, other fac-
tors, too, as described as Ordway Tead, attributed to the emph asis 
placed on the personnel function, namely, th e increasing division of la-
bor, lowering of labor costs, and the shortage of labor during World 
War I. 
In fact, t h ere are three distinct periods of employer-
employee relationsh ips to which this fun c tion can be traced, according 
to t h e analysis by Sara E. Southall: 
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1. 19 0 0-1920, Era of welfare in large corporations. 
Employee benefits come into the pic-
ture in the 11 early part of t he century 
when problems of sickness, retirement, 
and death c ould no longer be handled on 
an individual basis. 11 * 
Some employers tried to develop rec-
reational and educational programs, in-
eluding athletic associations and Ameri-
canization classes, respectively. Prof-
it sharing was also trie d, along with va-
cations for factory workers, at this time 
unheard of, as was unemployment insur-
ance. 
The welfare era had, at times, made use 
of ministers and social workers, thus 
invent ing ••a professionalized substitute 
for the older paternalism. 11 *"'.c 
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2. 1920-1936. Period of employee representation plans, 
3. 193 6 . 
when management dealt with employee 
representatives rather than directly with 
employees - a period when the need was 
felt of men trained in Industrial Relations 
work "who had some knowledge of t h e op-
erating end of the business.'' * 
Organization of national unions in mass 
production industries. 
As the needs arose, therefore, more attention began to be 
focused on Personnel, and gradually, the administration of t h e person-
nel functi on became an integral part of management. 
In discus sing the status of the function of Personnel Admin-
istration and its relation to the organization as a whole, Richard P. Cal-
h oon has th e following to say: 
•:<10, P. 21 
From t h e standpoint of the organization as a whole, it 
is generally best for personnel to operate in a staff 
(advisory, consulting, administrative) alignment. With 
a staff capacity, t h e personnel executive must be direct-
ly responsible to top management, however, or else the 
advantages are lost. Action may be quicker with no 
personnel department or with a personnel department 
having line auth or i ty, but the overall effects are some -
t i mes bad. Relations between management personnel 
and responsibility for functions work out better with 
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personnel on a staff basis. In small organizations 
where personnel is necessarily tied directly to t h e line 
or where line executives also perform functions there 
can, however, be more sense to a line operating per-
sonnel department. * 
Calh oon continues this line of th ought by pointing out that or-
ganizations may assign line auth ority to Personnel on certain functions, 
even wh ere the line has authority and Personnel operates on a staff ba-
sis. T h is, he states, is true, in some companies, as regards t h e em-
ployment division's hiring workers, with the supervisor having little or 
no say about those selected for h is department. "It is good management 
practice", he believes, "for him Uhe supervisoi) to select his own ' h elp'. 
That is why most comp anies hire on a ' staff-line' basis with t he employ-
ment department screening and referring to th e department in which t h e 
man will work." *:0:< 
At Sanborn Company, in Cambridge, Massachusetts, (see 
Appendix A), the personnel function is predicated upon a staff-line oper-
ation. Just as Calhoon has outlined, this Company follows t h e procedure 
of having the Employment Manager screen all applicants for work, with 
the department h ead or foreman, or both, as the situation demands, be-
ing responsible for th e final selection of an employee. It so happens 
that the present Employment Manager has ably filled this post for some 
twenty-five years or more, and is, accordingly, exceedingly well-versed 
:1~15, pp. 8-9 
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1n employee requirement s for the Comp any. Alth ough s he p ersonally 
c ould c apably fill openings that oc c ur, the decision as t o the qualifying 
applicant for a given p osition actually rests with the department head or 
foreman, or both. 
As for key positions, the screening is usually carried on by 
the Vice - President in charge of Personnel, with the final approval of a 
candidate being vested in the Management Committee . In a few i solated 
c ases, h owever, the President , or the Management Committee, h as both 
screened and employed applicants for t op po s itions. 
T h e line charac teristics are apparent in the fa c t that all the 
major pe rsonnel policies at Sanborn Company have been initiated by the 
President . These have always been outlined t o and discussed w i th the 
Management Committee, of which the Vice -President in charge of Per-
sonnel is a member. 
On the other hand, the Sanborn Personnel Department is a 
purely staff function as regards the admini stration of the numerous pe r-
sonnel programs, and ins ofar as it operates i n close co -operation w i th 
t h e department heads and foremen, with the executive group in a c on -
sulting capacity, and with employees in connec tion with personal aid and 
counseling. 
There is, however, a change -ove r t o line org anization in 
the absence of the President , at which time the authority over personnel 
5l 
matters rests with the Vic e -President in charge of Personnel. 
Emphasis on Human Relations. The s c ience of dealing w i th 
employees has taken on several names, such as Personnel, Personnel 
Administration, Personnel Management, Labor -Management Relations, 
Industrial Relati ons, and more recently, Human Relations. Whatever 
term is used, the focus is on the individual employee, and the part he 
plays in the success and profitability of a business enterprise. 
How seriously the employee can affect production costs, for 
examp le, i s evidenced by the campaign the smaller automobile compan-
ies have recently been launching to reduce produc tion costs. Stanley 
Penn, of THE WALL STREET JOURNAL, dis c usses this attempt tore-
duce costs, as follows: 
Some, such as Willys, have sliced wage rates. But the 
heaviest emphasis is on raising each worker's daily out-
put through new methods, new machines - or just by 
cracking down on loafing on the job. The motor men 
have little trouble turning up plenty of the latter-type 
targets. 
One smaller auto maker found a woman worker frying 
breakfast eggs on company time. The eggs were stored 
in a nearby refrigerator as sembled from company-owned 
parts. 
In another plant, an auto worker was discovered repair-
ing a friend's radio, using parts from radios of cars on 
the assembly line. At still another factory, a worker 
was peacefully sleeping in the back seat of a car as it 
moved along the assembly line. * 
* 139, pp. l and 19 
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Penn continues: "While this situation may be somewhat more 
pronounced in the auto industry than others, it is widespread through out 
U.S. industry."* 
Thus, to minimize loafing on the job and general employee 
inefficiency, to increase productivity, to create a better i ndustrial eli-
mate, Management is more and more directing its attenti on toward a 
strong Human Relations program. 
And, as McClellan, a former president of the National Asso-
ciation of Manufacturers stresses: 
As employers, we should recognize ..... that in our 
system it is our employees who hold the key to success-
ful competition - their ideas, their views, their willing-
ness to buckle down, to pitch in, to work together that 
makes it pas sible to get a job done. >'.<* 
Appraisal of employee benefits. Innumerable programs and 
a colas sal amount of research are now being carried out to promote the 
general welfare, happiness and security of employees. In fact, a dis-
cussion of pension, insuranc e, medical and welfare plans in general re-
valves today around security - security against the risks of life - against 
old age. Employees have come to expect Management to include such 
benefits in its Employee Relations program; unions bargain for su c h 
plans. 
*139, pp. 1 and 19 
**173, P. 10 
53 
Unquestionably, the pressure exerted by union groups has 
also influenced greatly the expansion of employee welfare programs, 
and in the next five years a concerted drive will be made to bring such 
plans int o more widespread acceptance. 
But whatever their background, and whether they aid mater-
ially in creating an industrial climate conducive to economic perform-
ance, they have become a definite pattern for the .American worker in 
its efforts to gain for himself and his family as high a standard of living 
as possible. In this dr i ve, h owever 1 the basic wage structure, the real 
foundation of our national standard of living, could be seriously weakened. 
Benefit plans are widespread, presently covering some 
11, 290, 000 workers, under collective bargaining agreements alone, * 
an increase of 48% since 1950. (C h art No. 3). 
In this connection, the Brookings Institute forecasts that by 
1960 "an estimated 22 million workers will probably be covered by in-
dustrial pension plans - with the plans contributing about $6 billion to 
the annual flow of savings available for investments. 11 ** 
Whereas in 1929, employee security plans cost the employ-
er 1% of t h e wage and salary bill, by 1953 this figure h ad climbed to 
5. 8%. (See Chart No. 4). 
* 192, P. 65 
** 194, P. 3 
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.CHART NO. 3: WORKERS UNDER BENEFIT PLANS# 
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CHART NO. 4 
EMPLOYER PAY1v1ENTS FOR EMPLOYEE SECURITY 
PRIVATE INDUSTRY, 1929-1953# 
EMPLOYER PAYMENTS FOR EMPLOYEE SECURITY 
AS PER CENT OF WAGES & SALARIES 
IN PRIVATE INDUSTRY 
1.0 
Employer payments for employee security in private industry 
have increased from ~ of the wage and aalary bill in 1929 
to almost 6% in 1953. The cost to industry has climbed from 
less than half a billion dollars to almost $10 billion. By 
far the largest share of employer payments nov goes to pension 
and welfare funds. 
# From the National Indus trial Conference Board • s "Road Maps 
of Industry". No. 982, October 22, 1954 
Table I s h ows the extent of financing of employee -benefit 
plans e ither in full or in part by the employer. 
FRINGE BENEFITS 
In recent years, the costs of doing business have increased 
substantially because of supplementary employee remuneration. Com-
manly known as 11fringe benefits 11 , these supplements to basic pay began 
their steady climb back in World War II, when workers were scarce and 
wages were frozen. In fact, the upsurge was first prompted by the so-
ciallegislation of the 30 1 s, as well as the growing power of the trade 
unions. And the term was used 11 to describe money costs and employ-
ment benefits that were on the periphery of, but actually out side, direct 
wage payments .... today it is used either to cover all peripheral ben-
efits or to denote only the non-statutory payments. 11 * 
Of concern to management is what first had been considered 
as extras, or inducements, have now become a definite and actual part 
of the employment structure, 11 and as such are regarded by workers, 
unions, and government bodies, and also by most managements, as 
the subject of n egot iation between labor and management on the same 
basis as issues of wages and h ours. 11 *~:< 
::!< 111, P. 35 
*"" 111, P. 39 
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TABLE I : METHOD OF FINJHCING Er~1PLOYEE-BEJ.IlEFIT PLANS 
UNDER COLLECTIVE B.lillGAINING; 1950 and 1954* 
Early 1954 Mid-1950 
No. of .No. of 
Method of Financing Workers %of \'lorkers % of vlorkers Covered \'lorkers Covered 
(thousands) Covered (thousands) Covered 
Health and insurance 12lans b 
All plans 11,091 100.00 7,128 100.0 
Employer only •• 6,8S7 62.1 3,890 54.6 
Joint-employer 
and employee •• 4,202 37.9 2,600 36.5 
Information not 
available •••••• 638 8.9 
Pension 121ans 
Al l plans •••••• 7,116 100.0 5,123 100.0 
---
Employer only •• 6,029 84.7 3,828 74.7 
Joint-employer 
and employee • • 1,087 15 .. 3 993 19.4 
Inf ormation not 
available ••••• 302 5.9 
Source: Bureau of Labor Statistics 
aExcludes unions of railroad and government employees. Estimates for a 
number of unions from which reports were not received were derived from 
secondary sources and may understate the total number of workers 
actually covered by the union's insurance and pension programs. 
bincludes one or more of the following types of benefits; life insurance 
or death benefits; accidental death and dismemberment; accident and 
sickness (but not sick leave or workmen 's compensation); cash or services 
covering hospital, surgical, maternity and medical care. 
Note: Because of rounding, sums of individual items do not necessarily 
equal totals. 
*l92,P.66 
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What constitutes fringe benefits rests with each individual 
organization. The National Industrial Conference Board (See Chart 
No. 5), as a result of a survey of nearly 400 companies, established 
four categories, namely, paid time off, premium pay on special days, 
h ealth and security benefits, and bonuses. 
T he recent Harvard B u siness Review's study* of 400 "hand-
picked'' companies found that managements agreed on four basic catego-
ries for fringe benefits, namely, premiums for time worked, payments 
for time not worked, payments for employee benefits (securit y), pay-
ments for employee activi ties. 
As a result of the Harvard survey, it has been disclosed 
that over a period of five years 1 fringe costs, for each of these classi-
fications, had risen from a pproximately 50% to nearly 80%. (See 
Table II). 
In its biennial study of 940 companies for 1953, the Cham-
ber of Commerce of the United State s found the average payment to be 
19.2% of payroll; 34. 6~ per payroll hour; $720 per year per employee. 
The low for the group was 5%, with the only fringes being those legally 
required and vacation p ayments. The high was over 55% of payroll, 
and more than $2,700 per year per employee. *>:< 
* Ill 
** 155, P. 7 
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The nominal wage rate for an hour of work no longer reflects the workingman's t otal 
compensation. For, in addition to wag~s, there are pai d vacati ons, holidays, pens i ons, 
insurance and other assorted pay supplements that add to his return for a productive hour 
of work. Tabulated here is part of the wide assortment of .pay supplements reported in a 
survey of small, large, and medium-sized .companies that employ more than 800,000 
employees. ·' 
#From the National Industrial Conference Board's 
"Road Maps of Industry". No. 964, June 18, 1954. 
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"' 
A. 
B. 
c. 
D. 
TABLE II: SUMMARY OF FIVE-YEAR GROWTH OF FRINGE COSTS* 
(Average cents per hour worked#) 
1948 1949 1950 1951 1952 
Premiums for time worked 5.05 4.01 5. 63 7.92 7.86 
Pay for time not worked 9.64 10.86 11.57 12.43 14.44 
Employee benefits 9.82 11.74 13.95 16.22 17.60 
Employee activities 0.16 0.20 0.21 0.24 0.26 
Total + 25.36 26.45 31.74 37.67 40.99 
# Interquartile average: the arithmetic average of the 
middle half of the figures. 
+ All the averages are set independently; therefore the sum 
of the individual items does not necessarily equal the 
total. 
*lll,P. 39 
Percentage 
Increase 
1952/1948 
55.6% 
49.6 
79.2 
55.6 
61.6 
Actually, the average cost of benefits, on a dollar basis per 
year per employee, h as risen over 45 per cent. (See Table III) . 
A t Sanborn Comp any, the supplemen ts to basic p ay, exclu-
s i ve of any overtime p remiums and old age and unemployment c omp e n -
sation, as well as workmen's compensation, amount to 28o/o of the pay -
roll; 69. 2~ p er payroll h our; and a p proximately $1,383 per year per em-
ploye e. (See Table IV). 
In summarizing the results of its survey, t h e Harvard Busi-
ness Review feels that management is res p onsible for knowing t h e exact 
cos t s of the fringe benefits alread y grant ed and those proposed; t h a t if 
th e 12o/o a nnual growth rate, w h ich t he survey disclosed, contin ues for 
t h e ne xt t en years, 40 c e nt s an h our w i ll be added to the national wage 
bill, over and above any general wage increases. * 
T h e Harv ard survey also point s out that th ose comp anies 
p aying the h i ghest fringes are 11 exerting a powerfu l pac e -setting influ -
ence on the balance of the economy, a very substantial segment of whic h 
h as still a long distance to g o before c atching up with the average, to 
say nothing of att aining comparabilit y with the pace se t ters.'' * 
Also, the survey c alls attention t o the fact that in order to 
meet anoth er 20 to 25 billion dollars in fringe benefi ts, the economy 
will h ave t~ be 11 cap able of ac c elerating its own 3o/o -4o/o annual productive 
* Ill, P. 4 4 
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TABLE III: ANALYSIS OF FRINGE BENEFITS# 
1947 
1949 
1951 
1953 
1947-1943 
Cents Dollars per 
.Percent payroll years per 
of payroll hour employee 
14.4% 19.2¢ $393 
16.2 24.8 505 
18.7 31.5 644 
19.2 34.6 720 
# Compiled from data in "Hanagement Methods" 
February 1955, PP• 13-14, and from "Fringe 
Benefi ts-1953" , Chamber of Commerce of the 
United States, 1954, P.8. (See Bibliography 
Nos. 1i7 and 155, respectively.) 
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TABLE IV: SANBORN COHP.P.NY 1 S 1954 SUPPLEI®TTS TO BASIC PAY* 
DESCRIPTION 
PAY FOR TIHE Nar \'fORKED : 
Sick pay 
Vacation pay 
Holidays 
Extra holidays 
Paid rest periods 
Day before Christmas 
Pay for militar,y service (including 
National Gua.rd) 
Ttlash-up period 
Closing because of snowstorm or 
summer heat 
Illness in family 
Death in family ) 
Severance pay ) 
Jury pay allowance ) 
Permission 
\fi thout permission 
Total pay for time not -vrorked 
EMPLOYEE BENEFITS: 
Profit Sharing 
Insurance (Group life, Health , etc.) 
Food cost subsidy (coffee) 
r-1edical program 
Administrative cost of 
Educational courses 
Guideposts 
Supper money 
Chest x-ray 
Music 
benefits 
I 
vlork sh. oe. s and clothing cost) 
Reading Racks ) 
Total pay for employee benefits 
~WLOYEE ACTIVITIES: (Employer share only) 
Service awards 
Athletics, recreation events 
Total pay for employee act ivities 
TarAL: 
CENTS PER HOUR 
PER EHPLOYEE 
3.5 
7.3 
5.9 
.1 
7.4 
.7 
.2 
1.9 
.4 
.3 
.2 
.7 
_4._ 
33.2 
3-3 
.9 
.6 
.4 
.1 
1.6 
28.8 
38.7 
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growth." * 
To cite just one example of the extent to which one of the 
lesser fringe benefits can expand, on e needs but review the present sta-
tus of the coffee break. According t o the coffee people, some 35 mil-
lion workers and bosses take a regular coffee break, authorized or 
o therwise. :0:<* 
T hi s fast-growing trend, which had its start in World War 
II, has recently been surveyed in Chicago. Of 331 companies, 87o/o 
give a coffee break. A similar survey in 1948 showed 65o/o. That it is 
a trend not to be overlooked is evidenced by the fact that it is being in-
eluded in more contracts, the most recent of which is the C~ I. 0. Trans-
p ort Workers Union, covering American .Airlines' workers at LaGuardia 
Field. ** 
Whereas, on the one hand, higher productivity and morale 
h ave been observed, there are many cases where employers are begin-
ning to frown on the practice, particularly for office workers. Among 
these are the U. S. Steel Corporation, Republic Steel Corporation and 
Union Carbide & Carbon Corporati on. 
Once t en minutes in length, the coffee break has been edging 
up to fifteen minute s and longer. 
*111, P. 44 
**147, pp. l and 12 
"In some cases, unauthorized breaks 
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stretch as long as 45 minu tes. Some s t udies indicate the worker pre-
p ares mentally for the break 15 minu tes beforehand and recovers from 
i t 15 minutes afterward. 11 * 
Such work interrupt ions are costly. For example, Houston 
Natural Gas Corp . rep orts the loss i n man -hours at $220 , 000 annu ally, 
while McDonnell .Aircraft Cor p ., in St. Louis, estimates their loss at 
$ 8 00,000 to $1,000 , 000 a year. * 
One of t h e most effective curbs in t h e ext ended coffee break 
h as been the installation of vending mach ines or cateri ng services near 
the job sites. 
Innume rable c ompanies f u r n ish p art or all of the cost of the 
coffee, and other sus t enanc e. "Hou ston Natural Gas, also. footing the 
bill, fi gures t he cos t , aside from th e work loss, a t $19,000 a year; thi s 
includes th e coffee, c ream, sugar, serving equipment , rental space, 
maid service, laundry and incidentals. 11 * 
It would a ppear that such sup plement s to basic p ay cannot 
con tin ue to be extended ad infinitum, for they are just as much a p art of 
p roduction c os t s as are direct wages. Not alone for th is reason - but 
of considerable imp ortance, too -with t he purchase of an ever-fatt eni ng 
and indefin ite security, t he emp loyee's t ake-h ome pay is be i ng lessened 
for t h e necessit ies a n d luxuries of life. Thu s, wh at is p rotection for 
* 14 7 , p p . 1 and l 2 
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t h e future, on one h and, is a p resent -day alarming deterrent to p roduc-
tion p rogress, feeding of marke t s, and con sumer buying, on th e oth er. 
CURRENT UNION DEMANDS 
Among th e fringe benefits union negotiations are exp e cted 
to bring to the bargaining table in 19 55 include: 
Guaranteed Annu al Wage. Alth ough t h e guaranteed annual 
wage h as been in operat ion for some time in Procter & Gamble Co., 
George A. Hor m el Co., and Nunn-Bush S h oe Co., t h e unions are p res-
ently building u p an intens i ve campaign to have it a c cepted more gener-
ally. 
It is expected th at Reuther is already p repared to c all a rna-
jor strike, in the auto indus t ry, to back up h is demands for a guarant eed 
annual wage. In fa c t, h e "proposes t h at th e auto workers be guaranteed 
4 0 h ours of work of straight time pay each week unless t hey are notifi ed 
in advance th at t h ey were to be laid off for the entire week. In addition , 
workers with seniority would get payments for each full week of lay-off 
up t o 52 weeks to •maintain t h eir living standards' -th e amount h as not 
as yet been s pelled out. •• * S h ould h e gain h is p oints, pres sure w i ll be 
put on steel and oth er i n dustries to grant similar c onc essions. 
Actually, the guaranteed annual wage amount s to lay-off 
compensati on, and th e p roposals "call for comp any-financial payment s 
* 133, P. 64 
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w h ich , integrated with state unemploymen t benefits, would maintain 
workers' 'essential income needs' for up to a year during lay-offs. 11 * 
Just as with pensions and insurance programs, th e cos t s of 
GA W will be passed along to consumers. 
Job Security. Prop osals in t h is category include "lay-off 
pay and agreement s t o con sult unions wh en workers are to be laid off or 
p lants moved. In the latter case, unions will ask h igh er severance pay, 
h igher moving allowances and guarantees t h at fo-rmer wage rates and 
rules will apply in t h e new plant locations . '' ** 
"Catastroph e ' ' Insuran ce. Employers will be pres sed "to 
extend pre sent h os p ital and surgical insurance programs to cover p ro -
tracted and costly illnesses, such as h eart disease, polio and cancer.'' *'""' 
Arne rican Cyanamid; Sears,Roebuck and Co.; and Lockh ead Aircraft are 
among t h ose companies w h ich h ave already a d o pted such a plan. 
Not only will some unions bargain for employers absorbing 
the f u ll cos t of catastrophe insurance, b u t will call for increases in basic 
insurance coverag e, and in som e cases argue for its extension to reti red 
workers, as Eastman Kodak did in 1954 . 
One of the b iggest c atastroph e i n suranc e programs, recently 
re p orted as being h igh ly successful, is t h e Sears, Roebuck plan, in effect 
* 133, P. 64 
** 150, P. 4 
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since October 1952, c overing all its employees. Costing t he employee 
35~ each four weeks, the catastroph e plan is part of the medical and h os-
pitalization program, thus eliminating any duplication of benefit payments. 
It provides that the first $20 0 to $500 of any major medical expense must 
be met by the employee, according to his salary or wage. A limit of 
$2, 000 in benefits will be paid, under the plan, over a period of two 
years. * 
Other union demands. In addition, more time off with pay 
will be sought - an increased number of holidays; t h e employee's birth-
day, longer vacations for shorter periods of employment, extension of 
paid sick leave, longer rest periods, more wash-up time, and time off 
for deaths of family members, including uncles and c ousins. 
Where group life insurance plans are not now in existence, 
these will be requested, and those companies presently having contribu-
tory plans can expect t o be asked to pay the full cost. 
Dental insurance will be sough t, as will an expansion of sav-
ings plans, and an increase in maximum pension payments. Whe re no 
pension plans h ave been adopted, these will be fought for, and where 
they are contributory, they will be asked to pay the full cost of the plan. 
* 54, p. 59 
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HEALTH AND SAFETY PROGRAMS 
In a recent NAM Industrial Health Survey*, the extent of In-
dustry' s progress on t he health front is evidenced by the fact that three 
times as much money is now being spent on h ealth and safety for the in -
dividual employee, t h an was the case in 1940. A side from the many 
benefits accruing from such programs is the not able one that industrial 
accidents are presently at the lowest point in history. In fact, because 
management is providing employees with safe, h ealthful and pleasant 
working conditions, safe tools, machine s and work methods, the · indus-
t rial employee today is safer on the job than off. 
*164, P.2 
T h e effects of such a program are numerous, including: 
l. Savings in lower workmen's compensation costs 
2. Reduced insurance premiums 
3. Less absenteeism 
4 . Higher productivity 
5. Fewer accidents 
6. High er morale 
7. Develop ment of the employee 1 s own sense of respon-
sibility in good health and safety practices 
8. Dissemination of he alth and safety information to 
the employee's family 
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Of considerable importance is off -the -job safety practices, 
for an off -the -job acciden t can be just as c ostly to th e company, in 
lost productivity and the training of re p lac ement s, as an in-plant ac c i -
dent. 
T h e A. B. Dick Company, of C h icago, to bring t h e import -
ance of better safety practices into t h e h ome, h as conduct ed an essay 
c ontest for their employees' ch ildren in t h e 6-to-14 age group. About 
16o/o particip ated; t h ere were 14 top winners; and all received p rizes. * 
(See A ppendix B }. 
T h e industrial health and medical program h as been ex-
panded in recent years to inclu de psych iatric work, and extensive re-
search on fatigue and bas1c h ealth factors. For example, colds alone 
i n 1953 resulted in a loss of 150 million work days. ** Overweight 
workers are lower in product ivity and h igh er in degenerative diseases, 
and t h us, T h e Texas C o. and In land Steel are con sidering group thera-
py for suc h employees. *** 
In th e medical program, th e industrial nurse is functioning 
. most effe c tively, not only as regards the employee and the employee's 
family, but as a guide and adviser t o foremen in their supervision of 
t h e employe e. 
* 95, P. 33 
>I<* 52 J p. 113 
*** 137 
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HANDICAPPED WORKERS 
For some years now, in fa c t since 1944, the National 
Associ ation of ManufaCturers h as been campaigning for indus t ry to 
open its doors t o the h a ndicapped, feeling that every American i s en-
titled to the opportunity to be gainfully employed, commensurate wit h 
his qualifications and abilities. It is now being recognized t h a t the 
handicapped not only constitute an i mportant source of manpower, but 
when indoctrinated in appropriate jobs are good employees. By offer-
ing them job opportunities, they become self -supporting, self -respe ct -
ing and valuable members of society. In fact, during National Employ 
the Physically Handicapped Week early in October, 1954 , government 
agenc ies and independent welfare groups h igh lighted the fact that there 
are "two million disabled persons who c ould be turned to productive 
work adding four billion man hours per year to the labor pool. 11 * 
With the pre -employment physical examination, the physi-
cal capacities of the h andicapped employee are matched to the physical 
requirements of the job. And it is generally c onceded that the only 
sound basis. on which to hire a handicapped worker is on the same basis 
any employee is hired. He does not want to be coddled - he desires 
the same treatment any employee would receive. ** 
* 99, pp. 36-3 8 
** 135, P. 6 
7 2 
The Bulova Watch Comp any, int eres t ed in watch repairing, 
has established and supp orts a training school for disabled veterans, 
particularly paraplegics. These handi c appeds h ave, ac c ordingly, be-
c ome productive members of society. 
As of De c ember 31, 1954, Sanborn Company employed 67 
h andicapp ed people in all, 13o/o of their tot al personnel, 14 of w h ich were 
phys i cally impaired, while the remaining group included heart cases, h y -
pertension, and obesity. 
7 3 
CHAPT ER IV 
COMMUNITY CO-OPERATION- A FUNCTION OF MANAGEMENT 
In exploring th e subject of the businessman's social res p on-
s ibilities and the numerous areas of thinking and activity it touches, a 
review of Bowen's analys i s of the s c ope of management's decisions 
seems indi ca ted. 
* 1 , p p . 52 -53 
Wh en a businessman de c ides whether or not to produce 
a new product or servic e, he is h elping to decide the 
range of products available to consumers. W h en h e 
decides wheth er or not to purch ase new plant and equip-
ment , he is helping to determine the rate of economic 
progress and is influencing the level of employment and 
p ric es. When h e decides to close down a plant or move 
it to another location, he may be affecting t h e economic 
fu ture. Wh en he decides t o build up or reduce inven-
tories, h e may be contributing to inflation or accelera-
ting recession. When he changes h is wage policy or 
dividend polic y, he may be influencing both t h e level of 
employment and the degree of justic e achieved in our 
distribution of income. Wh en h e uses the newspaper, 
radio, and television for advertising or public rela -
tions, he may be influencing m oral and cultural s t and -
ards. When he introduce s new personnel policies, he 
may be contributi ng toward co-operation and unde r-
standing between labor and management or h e may be 
reinforcing existing tensions and frictions. When he 
t ransacts business in foreign lands, h e may be contrib-
uting to international tensions or to inte rnational under-
standing. Many more examples could b e cited of the re-
lation between the decisions of individual businessmen, 
taken collectively, and the operation of our tot al econ-
omic system. * 
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In short , such decisions are affecting people - t h eir devel-
opment - their standard of living. These decision s are also affecting 
the Ameri can way of life, the economic and social progress of t h e 
United States. T h ey are filtering beyond our nation's boundaries, 
t ouching the lives of ou r international neighbors. 
The author Gi ven compares management's social respon si-
bilities as being the same as an individual's social responsibilities, 
stating: 
The word "management " is a c ollec t ive term for a 
group of individuals wh o work together in positions 
with varying ranges of auth ority ... Our first res p on-
s ibility[as individual~ is, of course, to our families; 
after that, t o our neighbors, to our community, a n d, 
j u s t as definit ely, to all oth ers who can be affected b y 
o u r decisions a n d ac t ion s. Each of us has the i nhe r-
ent obligation to put for th h is or h er best effort i n try-
ing t o make life better for oth er people ... >:< 
In discussing community co-operation, or "corporate c i ti -
zen s hip", as he calls i t , Reub e n B~ Robertson, Jr., President a n d 
Chairman of the Board, f Champion Pape r & Fibre Co., explains 
"th at a corporation should fully e nter into the life of the c ommunity -
as well as that of t h e stat e and the nation - the same as any public s pi r-
ited individual citizen." However, Robertson h igh lights five fundamen-
tal requirements which must be met before considerin g such activities. 
These are: 
*16, P. 158 
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l. The corporation must be a profitable one 
2. It must have a good organization 
3. It must have good internal relations 
4. It must establish and maintain good external rela-
tions with the community 
5. The corporation must have that intangible element 
of sincerity to give life and meaning to the oth er 
four. * 
PERSONNEL CONCEPTS EXTEND OUTSIDE THE PLANT 
Every man's work attit ude and effectiveness are related 
to hi s h ome and family, hi s environment, his personal 
philosoph y, hi s economic sit uation, his happiness - and 
hi s he alth. Realizing this, management generally needs 
to think of its people not only in terms of t he working day 
but in terms of their whole lives. In o ther words, it 
needs to look beyond t h e immediate problems of admin-
istrati on. ** 
In accepting a p remise such as this, Manage me nt cannot h elp 
but consider h ow its employees' lives are affected by t he various c om-
munity insti tutions, markets, s c hool systems, social agenc i es, and local 
government. 
When the spi rit of friendliness and g ood ne igh borliness exists 
in Top Management , i t follows that it will permeate the entire c ompany, 
a n d more and more reach out beyond the company's doors. 
*178 
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As Management accepts its social responsib i lities, a defin-
ite departure from paternalism is apparent, and t o an ever - increasing 
degree the importance of individual independence is stressed. The end 
result is not t he setting up of offensive and defensive forces between em-
player and employee, but rather the development of· mutual understanding , 
team work and co-operation. 
However, to accomplish mutual understanding and then to 
establish 1t on a firm foundation calls for a knowledge of people, and in 
an attempt to better understand employees, it is well to review Veblen's 
theory on the cohe sion of society: 
The lower classes are not at swords' points with the up-
per; they are bound up with them by the intangible but 
steely bonds of common attitudes. The workers do not 
seek to displace their managers; they seek to emulate 
them. They themselves acquiesce in the general judg-
ment that the work they do is somehow less "dignified" 
than the work of their masters, and their goal is not to 
rid themselves of a superior class but to climb up to it. 
In the theory of the leisure class lies the kernel of a 
theory of social stability. * 
And not only is mutual understanding a requisite for sa tis-
factory industrial relations. It is far reaching - encompassing relations 
w i th customers and stockh olders, and taking on the role of good neighbor-
liness in the community out side the plant. It affec t s, directly and indi-
rectly, countless numbers of people. It promotes respect for the rights 
and privileges of others -it is indigenous to American society. 
*2, P. 221 
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DEVELOPMENT OF COMPANY TOWNS 
Traditionally, the term 11 company town" implies paternalism, 
and employer control of a community. Although there are many pres-
ent-day examples of company towns, the number has been decreasing 
steadily in the past decade or so. 
Actually, c ompany towns sprang into being in the British 
coal fields, back in the eighteenth and nineteenth cent uries, and about 
the twentieth century in the coal mines of Japan, and the Krupp works 
in Germany. However, it is in the United States where they have 
reache d their greates t development. * Set up "to attract, hold and con-
trol labor" * but not as a money-making inve strnent, several objection-
able features h ave existed, namely, poor quality housing, overcrowding, 
low rents because oflow wages, and compulsory overtime work. * . 
Hershey, Pennsylvania. Contrary to these basic criticisms, 
probably one of the most out standing examples of a highly suc c essful 
company town is that of Hershey, the horne of Hershey Choc olate Cor-
p oration, situated in the heart of t h e rich Pennsylvania Dutch farm lands, 
and manufacturing 40% of all the chocolate and c ocoa products consumed 
in t he United States. "In s h aring the benefits of capitalism between 
men, management and capital, Mr. Hersh ey h as built on w h at he re-
*223, P. 11 9 
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gards as a solid foundation for the past, present and the future. >I< •••••• 
Believing that a h appy workman is a happy man - and h appy men do t h e 
best work in t h e world -Mr. Hershey has sought to create happiness by 
the aid of such tools as education, recreation and entertainment to round 
out a fuller and better life for those h is life touches. 11 ** 
To make this ideal pas sible, not only d i d he es t ablish picnic 
areas, park lands, rose gardens, extensive recreational facilities, and 
the like, but more important he grante<;l t h em the privilege of owning 
their own h omes, with the result that some 8 0% of the residences in 
Hershey are individually owned. Convenient f inancial arrangements 
were made possible to encourage home ownership. 
Throughout, Mr. Hershey stressed fair dealings towar d hi s 
employees, which is forcibly evidenced in the fact t h at in the 65 years 
of his business life, h e experienced but one strike, and that lasted less 
than one week. 
Wh eelwrigh t, Kentucky. As for Wheelwright, Kentucky, In-
land Steel bough t th e town, a pobr coal mining community, and h as 
greatly improved the property, paving streets, installing gas, and gen-
erally raising the living standards of its mine employees. Clarence B. 
Randall, its board c h a i rman, is strongly behi nd this project and stresses: 
*112 , P.89 
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The world h as demonstrated that there will be no more 
soc ial vacuums. People crave the good t h ings of life, 
and t he y believe that we don't want them to h ave these 
good things. And if you want t o give us a long shove 
down the road to Socialism, ignore the social problems 
in your plant community. * 
City of Alcoa, Tennessee. Still anoth er example of an out-
standing company toWn, this time devoi d of employer c ontrol and pat er-
nalism, is th at of th e City of Alcoa, Tennessee. Alth ough the Alumi-
num Company of America i s the largest single taxpayer here, t he man-
agement and operation of the City is the definite responsibility of the 
resident s, Alcoa employees. *>:• Its growth has been steady during its 
32 years. The populati on h as practically doubled, it enjoys a h ealth y 
financial status, its tax rate is surprisingly low ($1. 15 per $1 00}, and 
it is one of t h e most crime -free cities in the United States. 
Avondale Mills in Alabama. Donald Comer, Chairman of 
the Board of Avondale Mills, in Alabama, believes with othe rs that "it 's 
a good idea for people to own their own h omes."**'"< As a result of 
t h is belief, the last of the 932 company houses owned by Avondale were 
sold to its employees. Of some 7, 0 00 employees, 2, 580 became home 
owners. Unquesti onably, there are two salutary effects in such a 
movement, namely, when more employees are h ome owners, they be-
*45, P. 10 
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come more stable and dependable. Also, th e company with draws from 
the real estate business, its frozen assets be c ome liquid, and more 
time can be devote d to its manufacturing and management functions. * 
And again, individual independence and sense of responsibility are en-
couraged and strength ened. 
Crossett, Arkan sas. Wh a t h appened to a company town 
wh ere th e company, in 1946, decided to sell t h e nearly 1000 company 
h ouses to its employees is the story of Crossett, Arkansas, and th e for-
ward - looking management of Crossett L u mber Co. The t own was estab-
lish ed in 1899 to h ouse loggers and their families. A policy of paternal-
ism was adopted, including the regular painting and repairing of t h e 
h ouses. ** 
With t he opportunity to own t h eir own h omes, t h e town be-
carne alive with activity and enth usiasm, even t o t h e establishment of 
community projects and a community-wide interest in local government. 
Nor did the company stand idly by. It match ed dollar -for -dollar t h e 
money raised for c h urch es, and made other sizeable contributions for 
t h e c ommunity's betterment. 
Again - an example of the importance of individual independ-
ence. 
* 5 0 a, P. 3 Off. 
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COMMUNITY PAYROLL 
In a discussion ·of management's resp onsibility toward the 
c o mmunity, the community payroll demands prime c onsiderati on. For 
example, in developing the theme of industrial leadership, Kenneth R . 
Miller, a former Senior Vice President of the National Association of 
Manufac turers, makes the following three points: 
1. The public expects jobs 
2. The communi t y expects payrolls 
3. T h e employee expects steady work 
An a nalysis of these s t atements indic a te s that: 
People h ave c ome to expect jobs as thei r due and auto-
matically require bus ine ss to employ as many people 
as are able and willing to work. 
Every trade sman 11 counts on industry's payroll to keep 
hi s business going. 11 
The man who works for o the rs not only expe c t s to h ave 
a job but wants that job to be steady .... The quest for 
se curity h as reached new peaks as a driving force i n 
our society. No matter w h ere pe ople work - on the 
bench, at a lathe, on a n assembly line, at an exe c utive 
desk - they are c onc erned about the se c urity of their 
jobs.* 
Along these lines, McClellan urges businessmen to s t udy 
th e problem of steady work and s teady pay, critically reviewing ups and 
downs in sales volume and t he peaks and valleys of production. These 
*174, pp. 4 - 5 
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cons ide rations in themselves, he points out, will not resolve t he problem, 
in a dynamic economy such as ours, but greater attention t o the possi-
bility of stabilization will bring greater results. >'.< 
Obviously, any city or town p rospers on industrial payrolls, 
or dies because of the lack of them. 
A year or more a g o, General Electric h igh ligh ted the part 
their payroll played in Lynn, by graphically describing, by means of an 
advertisement, the various avenues down which its weekly $2,000, 0 0 0 
payroll traveled. These dollars went into t h e hands of some 24, 0 0 0 GE 
emp loyees and families - and constituted sums sufficient t o suppor t : 
238 grocery stores 
216 eating establishments 
15 2 filling s ta ti ons 
60 apparel stores 
38 drug stores 
33 department stores 
32 home furnish ing stores 
In addition t o helping many o the r local bus inesses, these funds spread 
through the communi ty, generating mote business and c reating more 
jobs. ** 
It is apparent from these criteria what is likely to h appen 
to the life blood of a community when such funds are curtailed, to any 
extent, or cease to flow into the local stores and business establishments. 
*1 7 2, P. 8 
>!<>!<114, P. 19 
83 
84 
For example, in Greater Lynn, the GE employees represent about one-
half of the emp loyable s. 11 A 5 per cent fluc t uation in business at GE 
means 1, 000 jobs in th e commu nity. Its merch ants and banks count on 
the money GE employees spend, and the city lives on the taxes they pay. 11 * 
CORPORATE ASSISTANCE IN COMMUNITY LIFE 
The ramifications of management's c oncern toward its. in-
te rnal community are many. T h e major lines of endeavor have been 
touch ed upon. Others include credit unions, the maintenance of shops 
for greeting cards and cigarettes, and facilities for personal grooming 
needs. >!<* Still another provides nursery care for its workers' chil-
dren. *** Another held an art contest for employees' children on the 
subject, "When I think of Christmas .... 11 *"''<** 
Pr obably one of the most noteworthy examples of external 
community assistance, in recent years, is that of the Norton Company, 
of Worcester, Massachusetts, in the reh abilitation of its many people 
injured, or made h omeless, by the June 1953 tornado. In addition to 
its employee rehabilitation program, the Company contributed $25,000 
to Governor Herter's Disaster Fun d. 
* 6 0a 
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$ 2 5, 0 0 0, $5, 0 0 0 and $ 1 0 , 0 0 0 
were also donated to Assumption College, St. Michael's Church , and 
Greendale People's Church, respectively. They also p rovided 48, 000 
square fee t of manufacturing space t o the Vellumoid Company unt il their 
factory could be rebuilt. (See Appendix 0. ) 
Energetic efforts are being made t o bring to the a ttention of 
the public the importance of voting . In addition to providing voting 
tim e , corporations are urging their employees and stockholders t o exert 
their citizenship rights. Booklet s and pamph le t s containing voting in-
formation h ave been distributed, and i n some cases letters h ave been 
sent to the employees 1 h omes. 
le t ter on voting). 
(See Appendix A for Sanborn Company 
One of t he best examples in the nation of wh at forest indus-
t ries are doing to publicize and practice fores t conservation is being 
carried on by Ozan Lumber Company, Pres c ott, Arkansas. Every s tu-
dent in some 18 schools in that vicinity has h ad a part in growing trees 
in a s chool forest, and the many problems concerned therewith. (See 
A ppendix E). 
Thus, as man agement accept s commu nity c o -operat ion as 
one of its functions, it becomes c oncern ed with the various facets of 
the subject the nucleus of which re p resent s not only the n eeds, but t he 
de sires of employees and the public alike. 
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In other words, the s c ope of community co-operation is lim-
itless. {See Appendix F for General Electric Company's compilation of 
their c ommunity activities.) 
REHABILITATION OF FORMER PRISONERS 
In the area of rehabilitation of former prisoners, business-
men have also been helping and one case in point concerns Camp Butner, 
an honor camp, located fifteen miles from Durham, North Carolina, for 
first offenders from ages 16 to 25. Convicted of felonies that range 
from theft to murder, they are taugh t to get along with society by going 
out and meeting it - whether it be church, the movies, or donating blood. 
Its precepts are "minimum security" and u .rrinimum isolation 11 from the 
outside world. 
The Butner story is told to Rotary, Kiwanis and other civic 
groups, and by "th e boys" themselves who relate how this Camp provides 
11 a c h ance for us that never had a chance." Businessmen, wishing to 
help, have not only offered them jobs, but persuade others to do likewise.* 
Two additional cases, of former reformatory inmates, "X" 
and 11 Y 1', have been outlined to me by a New England businessman, whom 
I shall refer to simply as "Mr. Jones". This owner-manager was con-
tacted by state autho-riti es to enlist his assistance with young 11 X 11 who 
*128 
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had originally been imprisoned because, when under the influence of 
liquor, h e had "borrowed" a car for a joy ride. ''X" 's IQ was not of 
the h igh est, but he was a likeable individual, and certainly harmless, 
and "Mr. Jones" deCided to give him employment. 
"Mr. Jones" found "X'.' a comfortable room, and took him to 
a clothier's to outfit him with new clothes, and particularly to replace 
the typical flannel suit "X" h ad been g;iven upon leaving the institution, 
to thus erase the last visible stigma of his incarceration. 
For three years "X" remained in the employ of his benefactor, 
and was, on the whole, a satisfactory employee. Then, without adequate 
' 
reasol\.he left. However, "X" has been employed steadily since then, 
and apparently has not been in any difficulty. 
"Y" was an entirely different type - older, a high IQ, sus]?i-
cious of everyone's motives, unquestionably a psycopath. He remained 
in 11 Mr. Jones' 11 employ but a short time. Upon securing work elsewhere, 
he attempted to steal"Mr. Jones' 11 employees. Eventually "Y" became 
embroiled in criminal activities, and he is presently behind bars. 
In both cases, "Mr. Jones" not only paid "X" and "Y" the go-
ing rate for his particular business, but gave them every consideration 
and personal interest, and in no way took advantage of them, be c ause of 
their unfortunate c ircumstances. 
"Mr. Jones' 11 reactions to these experiences are briefly: 
1. Unfortunate family backgrounds are ac c ount able 
for the dilemmas in which t he se people find them-
selves. 
2. Undoubtedly some parolees can be salvaged, but 
this would be chiefly among the young. Generally 
speaking, parolees are unquestionably anti-social, 
possess mental quirks, and are quick to take ad-
vantage of the persons h elping them. 
3. Alth ough "Mr. Jones 11 intends to keep an o p en mind 
on the subject, he would not be as willing to h elp as 
h e was in the case of 11 X 11 • 
4. Having now had some experience with parolees, h e 
would investigate their h istories more t h oroughly, 
ask ing more search ing questions about personality 
traits, and the like. 
5. He would be inclined to be less protective in h is at-
titude toward t h em, both as regards outfitting them 
with clothes, and as far as establishing th e .m in 
their jobs. In t h e latter instance , h e would outline 
their duties, explain t h e regulations of h is firm, 
and then h ave it understood that if they failed to 
qualify in either res p ect, the y would be released 
just as anyone else. 
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CHAPTER V 
THE CORPORATE GIFT 
Corporate giving is today receiving more attention than prob-
ably any othe r single face t of community co -operation. Some companies 
h ave set up elaborate and comprehensive systems t o h andle the process-
ing of the innumerable requ ests for contributions. 
th at of the Standard Oil Company (New Jersey}. >:< 
A case in point is 
The subject b ecomes involved as to the organizations which 
s h ould receive corporate donations, the size of the gift, the rights of 
stockh olders, the contributions budg et, the criter i a on which a decision 
to contribute is based , permissive legislation, tax-deduc tibility, and 
many others. 
FACTORS LIMITING CORPORATE CONTRIBUTIONS 
The extent to which community co - operation can be carried 
by Management h as certain limitations - primarily including those re-
strictions contained in the c orporate charter, restric tions placed upon 
a corporation by s tate legi slatures and the Internal Revenue Code. 
Corporate powers. Each c orporati on is se t up t o accomplish 
specific objectives, commonly known as "corporate powers", and which 
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are outlined in its charter. Accordingly, before corporate action is 
taken by a board of directors on any proposal before it, that proposal is 
weighed on the basis of the corporate powers. And this, of course, 
holds true whether product diversification is under discussion, plant ex-
pansion, or gifts to organized charities. 
Wekstein, in reviewing the c h anges that have taken place 
over the years, as regards th e current more favorable attitude toward 
corporations making charitable contributions, cites th e famous case of 
Davis v. Old Colony Railroad Co., 131 Mass. 258 {1881) in which it was 
settled "that, at common law, a general business corporation does not 
h ave the right to make gifts of its property, however worthy of encour-
agement or aid the object of the gift might be.'' * 
Continuing, Wekstein brings out the following facts: 
Some of the earlier cases treated corporate functi ons as 
wholly ultra vires. Other courts held that such contri-
butions were authorized if assented to by all the stock-
holders, but improper if agreed to by only a majority of 
the stockholders . . . . The courts were, in this area, 
but a step behind economic and social progress and the 
demands of charitable, educational and religious insti-
tutions. *: 
Here, Wekstein points to the case of Steinway v. Steinway & 
Sons Co. { 1909) in which it was brought out that the "field of corporate 
action in respect to the exercise of incidental power is .... an expanding 
*48a, P. 323 
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one. As industrial conditions c hange, business methods must change 
wit h them, and acts become permiss ible which at an earlier period 
would not have been considered to be within corporate power." * 
Should a contribution be of i m mediate benefit to the donor's 
employees, such a donation was more readily found to be intra vires. * 
Permissive state legislation . . As Wekstein recites, 
enough concern about the ultra v i res ch aracter of such 
donations existed so as t o prompt state legislatures to 
enact permissive legislation. Texas was the first 
state to adopt, in 1917, such a statute. New York, 
Illinois and Ohio followed suit. Sufficient doubt was 
generated during World War I even with such permissive 
legislation on the books, for the opinion of Hon. Charles 
Evans Hughes was sought (and obtained) to establish the 
validity of statutes designed to promote corporate con-
tributions to the American Red Cross. (30 Col. L. Rev. 
136, 143). Massachusetts, in 1953, became t h e sev-
enth state to adopt such legislation (St. 1933, C. 8) al-
though, under St. 1918, C. 196, every domestic cor-
poration could, for the duration of the war, by vote of a 
majority of th e stockholders, cc:mtribute an amount not 
exceeding five per cent of its net profits for the relief, 
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aid and comfort of the armed forces of the United States.** 
At the present time, 35 states h ave enacted some form of 
statute permitting philanthropic contributions. 
Massachusetts statute covering contributions. ''As originally 
enacted, the Massach usetts statute was limited to a period of one year. 
This temporary legislation was extended from t i me to time until, 1n 
*48a, P. 323 
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1938, it became a permanent addition to our statutes. (St. 1938, C. 
164, now G~ L~ Ch. 155, Sec. 12A). 
"This statute (Sec. 12A) entitled 'Contributions for Better-
ment of Social and Economic Conditions' reads as follows: 
Every corporation may, by vote of its directo-rs, or of 
its officers having the powers of directors, contribute 
such sum or sums of money as said directors or offi-
cers may determine to be reasonable to any fund being 
raised by a relief committee or agency approved by the 
commissioner of public welfare, as evidenced by a 
writing filed in his office, and formed for the purpose of 
raising mo-ney to be used for the betterment of social 
and economic conditions in any community in which such 
such corporation is doing business. Nothing in this sec-
tion shall be construed as directly or indirectly restrict-
ing or otherwise affecting, except as herein provided, 
the rights and powers of any corporation with reference 
to payments of the nature ab-ove specified .. 
11 
••••• St. 1953, C. 415 added to Chapter 155 a new section 
numbered 12C entitled 'An Act to Authorize Corporations to Make Con-
tributions for Charitable, Scientific or Educational Purposes 1 , reading 
as follows: 
Every corporation may, by its articles of organization 
or by-laws or by a general or special vote of its stock-
holders or members, authorize its directors, or its 
officers having the powers of directors, to make con-
tributions, in such amounts as said directors or offi-
cers may determine to be reasonable, to corporations, 
trusts, funds or foundations, organized and ope rated 
exclusively for charitable, scientific or educational 
purposes, no part of the net earnings of which inures 
to the benefit of any private shareholder or individual; 
provided, that in the case of a corporation having cap-
ital stock, contributions in any fiscal year shall not in 
the aggregate exceed one half of one per cent of its · 
capital and surplus as of 
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the end of the preceding fiscal year, unless contribu-
tions in excess of one half of one per cent of such cap-
ital and surplus shall be authorized by the stockholders 
of the corporation at a regular or special meeting, and, 
in the case of a corporation not having capital stock, 
contributions in any fiscal year shall not in the aggre-
gate exceed one half of one per cent of the surplus of 
such corporation as of the end of the preceding fiscal 
year, unless contributions in excess of one half of one 
per cent of such surplus shall be authorized by the mem-
bers of the corporation at a regular or special meeting. 
Nothing in this section shall be construed as directly or 
indirectly restricting or otherwise affecting, except as 
herein provided, the rights and powers of any corpora-
tion with reference to payments of the nature above 
specified. ~~ 
Wekstein interprets the above section as follows: 
Under the provisions of this section, a corporation may 
(a) in its articles of organization, (b) in its by-laws, or 
(c) by a vote of its stockholders (presumably by the quo-
rum required by the by-laws) authorize its directors to 
contribute corporate funds in amounts not to exceed, in 
any fiscal year, one -half of one per cent of its capital 
and surplus computed as of the close of the preceding 
fiscal year, to exclusively charitable, scientific or ed-
ucational institutions, provided that the stockholders 
may, at a regular or special meeting, authorize contri-
butions in excess of the percentage limitation. It would 
appear that any corporate benevolence over and above 
the statutory maximum must be the result of stockholder 
action at a regular or special meeting and, presumably, 
may not be provided for in the articles of organization 
of the by-laws. ** 
And he continues: 
It is to be noted that although Sections 12A and 12C seem 
to overlap, they, nevertheless, exist independently of 
one another. Under Section 12A, contributions to the 
*48a, pp. 325-326 
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limite d group of re c ipients may be made by the direc-
tors w ithout exp ress authority from stockholders, pro -
vided only that t he donation is reasonable and c ontr i-
butes to the betterment of social and e c onomic condi -
tions in the c ommuni ty where the corporation is en-
gaged in bus iness. Section l2C requires sto ckholder 
a c tion initi ally, limits corporate funds to exclusively 
charitable , s c ientifi c or educational insti tutions and 
does not confine th e re c i pients to any particular lo c ali-
ty or c ommunit y. * 
Corp orate res p onsibi lity in spite of the s t atutory shield. In 
spite of permi ss ive legislation , Wekstein points out: 
*48a, P. 327 
A re cent case, A. P. Smith Mfg. Co. vs. Barlow, 13 
N. J. 145 , 98 A t l. (2d) 581 (1953), decided subsequ ent 
to the ena c tment of an enabling s t ate statute, suggests 
that c are must still be exercised in the granting of con-
tributions not wit hstanding the statutory shi eld. 
1 There is no suggestion that it (gift) was made indi s-
c riminately or to a pet charity of the c orp orate dir-
ectors in furtherance of personal rather t han corpor -
ate ends. On the contrary, it was made to a pre-
eminent i n stitution of higher learning, was modest in 
amount and well within the limi tations i mposed by t h e 
the s t atutory enactments, and was voluntarily made in 
the reasonable belief that it would aid the public wel-
fare and advance the interests of the plaintiff as a 
private corporation and part of the community in which 
i t operates. ' 
It i s interesting to note that in the course of the op1n1on 
the c ourt found i t necessary judicially to conclude tha t 
the donation 'was a lawful exercise of the · corporation's 
implied and incidental powers under common law princi-
ples', that ' c orporate power to make charitable c ont ri-
butions exists under modern conditions, even apart from 
express statutory provisions', and that the statut es 'sim-
ply constitute h elpful and confirmatory declarations of 
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such p ower, accompanied by limiting safeguards'. The 
decision reveals an unwarranted degree of timidity in 
resting the result on general com mon law principles 
rather than on the statute. (See 6 7 Harv. L. Rev. 34 3 
(1953), for a discussion of the lo c al New Jersey cor-
poration law problems referred to in the opinion.) * 
In ternal Revenue Code. In addition to the permissive s t at-
u t es, th e Internal Revenue Code ha s allowed Federal income tax deduc -
tions to c orporations for charitable contributions. For example: 
Prior to t h e enactment in 1935 of Section 23 (q) of t he 
(old} Internal Revenue Code, corporations making 
charitable c ontribu tions would claim the payments as 
income tax deductions u n der that se c tion of the Code 
(Section 23 (a) wh ich granted deductions for ordinary 
and n ecessary expenses in carrying on its business .... 
In 1935, Cong ress enact ed Sect ion 23 (q) of the Internal 
Revenue Code t o provide, essentially, for a deduction 
against corporate i n come for any donat ion s made to in-
stitutions operated exclus i vely for religious, c h aritable, 
s c ientific a n d educational purposes t o an amount not ex-
ceeding five per cent of the c orporati on's net income. 
Section 17 0 (a) (2) and Se c tion 17 0 (b) (2) of the 1954 
Code restate, for most practical purposes, the pro-
v i sions of Se c tion 23 (q) of th e old Code .... 
The new Code (Se ction 170 (b) (2) creates in the field 
of co rporate giving an entirely new concept - a two -year 
c h aritable carryforward. Any c ontribution made during 
a taxable year in excess of the deductible amount is de-
ductible in each of the two succeeding years in order of 
time. "'"* 
Wekstein ob serves: 
* 48a, P. 327 
** 48a, pp. 327-328 
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Thus, while the Federal Government continues to en-
tice corporations to loosen the fiscal purse strings, 
Section 12C, by reason of the percentage limitation, 
may inhibit substantial giving by Massachusetts c orpor-
ati ons.>!< 
In c oncluding h is dis c ussion of t he legal aspects of corporate 
giving, Wekstein suggests the advisability of including in the corporations 
articles of organization "an express power to make donations to ch ari-
table, s cientific and educati onal institutions"; a careful calculation 11 be-
fore any contribution is auth orized or paid, to make c ertain that neith er 
statute is being v iolated11 ; and 11 that the donees of corporate charity must 
qualify both under one or another of the Massachusetts statutes and un-
der Section 170 (a) (2) .... If the prospective donee is not listed, c are 
should be taken e i th er to have it qualify, or to explore i t s organization 
and purposes to determine wheth er it is in fact an eligible donee. 11 
THE CONTRIBUTIONS BUDGET 
There is no h ard and fast rule as to what consti tutes the 
most preferable and satisfactory basis on whic h to es t ablish a contribu-
tions budget. 
About ten years ago, budgets were often establish ed on a 
percentage of net profits af ter taxes, or a percentage of net sales. 
(See Table V). 
>l<48a, P. 329 
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TABlE V: CONTRIBUTIONS TO CHARITY 
IN RELATION TO NET PROFITS .AFrER TAXES, AND NET SALES, 1943 AND 1944* 
Corporations , Corporations Corporations 
with 194 3 Assets ,.n. th 1943 Assets with 1943 Assets 
under between over 
Measure $25 Million $25 Million and ~hoo Million 
$100 Million 
1943 1944 1943 1944 1943 1944 
CONTRIBUTIONS .AS A PERCENTAGE OF NEr PROFITS AFI'ER TAXES 
!No. of corpora tiom 214 200 33 27 19 16 
Range: 
High • . . . . • 18 .. 62 25.00 10.60 10.00 4.10 4. 18 
Low . . . . . • a a .02 .02 .40 .40 
.~ithmetic Average 3.14 3.77 2.71 3.12 1.82 2.28 
1-ledian • • . . • . 2.13 2.56 2.00 2.26 1.60 1.89 
CON'fRI BUTIONS .AS A PERCEN'rAGE OF' SALES 
No . of corporatione 205 195 32 26 18 15 
Range: 
High •• • • • 3.000 4.000 .300 .690 .130 .15C 
Low . . . . • .0002 .001 .002 .002 .001 .017 
Arithmetic Average .225 .253 .100 .137 .066 .073 
1.11edian .100 .120 .078 .100 .070 . 06( 
*185,P.ll 
a - Company reported deficit 
More recently, and according to the National Industrial Con-
ference Board, company policies covering the practice of establishing 
budgets vary widely. Examples are cited of an oil company which uses 
the previous year's donations as a guide for the next year. In another 
company, the budget is set for local and national health and welfare 
gifts by averaging the following: 
1. 5% of approved charities' local area budget 
2. $5 per employee in the area 
3. 1% of the company's estimated annual profit* 
Today five percent of a corporation's net inc ome is be com-
ing more general. 
MANAGEMENT AND PHILANTHROPY 
Probably more than any other stimulus, the social legisla-
tion of the past twenty years or more . has been responsible for the cor-
poration' s increasing interest in philanthropy. 
serves: 
*188 
Along these lines, the National Planning Association ob-
Corporate contributions in 1952 could amount to about 
$2.4 billion, of which the sum of about $2 billion could 
be contributed to social welfare at a cost of 18 cents on 
the dollar. T h at figure compares quite handsomely 
with the $2.6 billion which the Government proposes to 
spend for various types of social welfare in that year. >!< 
Also, probably paramount in the trend is the corporat ion's 
fear that the American economy is in danger of being strangulated by so-
cial and welfare legislati on. Accordingly, management is more prone 
to recognizing its responsibility to counteract this movement. Manage -· 
ment is also alert to the direct and indirect benefit s to be realized from 
a well organized and carefully administered program of expenditures 
for educational, scientific , religi ous and charitable purposes. Both in-
dustrial relations and sales promotion programs stand to benefit from 
such efforts. 
Other stimuli have been the enactment of permissive legis-
lati on and Beardsley Ruml' s five percent plan. 
In 1953, the American Inst i t ute of Management completed a 
survey of 100 c orporations, analyzing their corporate contributions into 
the categories of charity, h ealth, education and research, religion. 
{See Chart No. 6). One -half of the contributions went to charity, while 
the smallest portion, 5o/o, was given to religion. 
The three organizations generally favored for corporate do-
nations are the American Red Cross, the Community Fund, and t h e 
Salvation Army. However, because corporations as well as individuals 
are deluged with requests for funds, the National Information Bureau, 
*18, P. 79 
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CHART NO. 6 
HOW THE CORPORATE :OOLLAR IS DONATED* 
HEALTH 
EDUCATION and RESEARCH RELIGION 
Inc. has established a set of standards {see Appendix C) to guide the 
businessman in making hi s decisions on corporate giving. 
For its 1955 drive, the Community Fund in Cambridge, 
Massach usett s received a t otal of $ 49 , l 00 for the 25 largest corporate 
gifts, a 30o/o increase over 1951. A total of 6, 850 employees are rep-
resent ed by the se firms. {See Table VI). 
As for The United Red Feathe r Campaign for 1954, corpora-
tions in and around Boston contributed $2, 106,000, a gain of 18. 4o/o sinc e 
1950. Of the total 1954 c ampaign figure 1 corporations gave 33. 2o/o, as 
compared to 16.lo/o in 1941. * 
If we cons ider corporate gifts of $100 or over to Community 
Chests throughout the c ountry, they comprise 38. 5% of the total amounts 
raised. * 
Management, in addition t o corporate gifts, is taking an ac-
tive pa rt in f und campaigns, serving on committees, and on hospital and 
social agency boards. * 
* 2 0 5 
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TABLE VI 
THE 25 lARGEST CORPORATION GIFI'S 
CAMJ3RIDGE COMMUNITY FUND 
Company Employees 1951 1952 1953 1954 1955 
A, 40 s 350 s 450 $ 475 s 475 $ 475 
B 200 4,000 4,000 5,000 5,000 5,000 
c 170 1, 500 1,500 1,500 1, 500 1,000 
D 650 3,750 4,250 3,500 3,500 3,500 
E 150 250 250 250 400 400 
F 350 7,500 8,000 8,400 9,000 9,000 
G 300 2,400 3, 000 3,100 3,400 3,400 
H 275 2,100 2,300 2,300 2,300 2,300 
I 60 225 450 475 475 525 
J 50 250 300 400 400 400 
K 40 432 500 550 550 550 
L 80 300 300 400 500 500 
M 185 500 600 600 600 600 
N 225 200 1,000 750 1,000 1 ,000 
0 l,B:X) 2,000 2,000 1,000 1,000 1,000 
p 300 250 
-
500 500 500 
Q 1,150 1,000 1,500 2,000 3, 000 3, 600 
R 450 983 1,500 1,000 2,400 2,800 
s 180 1,000 1,200 1,000 1,000 1,050 
T· 40 1,800 2,000 2,500 2, 600 3~~ 
u 55 1,406 1,500 1,500 1,500 1,.500 
v 40 600 600 600 660 66.0 
w 250 4,025 4,830 5, 000 . 5, 247 5, 240 
X 10 550 600 750 75o · .750 
y 0 300 300 300 350 350 
TOTAL 6,850 $37,671 $42,930 $43,850 $48,187 $49;100 
.. ' 
CHAPTER VI 
MANAGEMENT AND EDUCATION 
Management is today focusing considerable attention on edu-
cati on - specifi cally on employee training programs, the dissemination 
of economic facts to its var i ous publics, · and in a more general, but none 
the less vital, way, on the American educational system. Because man-
agement is deeply interested in i t s employees, it readily recognizes the 
fact that t h e better educated its employees are, the h igher their calibre, 
the more keenly interested t h ey are in their work, the greater their 
productivity, and the steadier the flow of ideas of mutual benefit to them -
selves and their employer. 
EMPLOYEE-TRAINING PROGRAM 
According to Wm. J. Grede, President of Grede Foundries, 
Inc., "employee education today a c quires an added importance from the 
practical viewpoint of industrial operation, since the greater competitive 
advantage to be enjoyed by any enterpr i se lies in the development of its 
human resources. 11 * 
T hus, concern with employee education and development has 
prompted, and resulted in, elaborate training programs for all levels 
>'-<167, P. 3 
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of personnel. These, of course, vary in scope, depending upon the 
size of the corporation and its immediate and projected needs, and gen-
erally include induction programs j on-th e -job training and allied oppor-
tunit i es for produc tion workers l forums and conferences for supervisory 
and key personnel: development programs for junior executives or man-
agement development programs; sales training p rograms; and numerous 
other informal programs for industrial educational purposes. 
Training programs for the development of skills and crafts 
h ave been in operation for some time, too. A c ase in point is the in-
ternationally known Texas Company's Miguel Such Industrial Sch ool in 
Puerto Rico, re puted to be the largest vocational institution of its kind 
in the world, established for t h e training of skilled workers for Puerto 
Rico's expanding machi n e s h op industries. * 
Underlying employee -training programs are not only manage -
ment' s desire to build and maintain as successful an organization as pas-
sible, but also i ts interest in developing an enlightened personnel. For, 
as someone has said, "The management with the most brain-power per 
capita will be t h e most likely to survive in thi s rapidly changing world." 
Accordingly, since corp orate managers are alert to the re-
s p onsibility of perpetuating their organizations - a respons i bility of 
prime importance in their creed of corporate c itizenship and to the 
*24 
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future of our Free Enterpri se system - t he development of tomorrow's 
key personnel, exe c utives and managers, receives maximum emphasis. 
Included in such programs :>.'< are: 
1. Rotating of promising junior executives in supe r-
visory posit ions to better acquaint them wit h com-
pany p olicies and overall operations, as well as in 
other varied posts so that t h ey may become famil-
iar w i th the problems and details of certain jobs 
that some day may be under th eir direction. 
2. Provid ing the opportunity for qualified key person-
nel to attend tra ining centers, institutes, colleges 
and universities i n order to develop their executive 
ability. 
3. Adopting the principle of multiple management, so 
that junior executives can work out, in junior boards 
of directors, reports and problems assigned by 
management. 
One of t h e broadest of the management development programs 
h as recently been ann ounced by C h rysler Corp ?!<*, and p resently c ove rs 
*167 , P. 5 
** 53, pp. 30, 32 
about 4, 000 of its 9, 000 martagement personnel, in 20 of its 52 plants. 
It has been designed to 
1. Focus attention on the strong and weak spots in 
the management group, from foremen to division 
vice-presidents and central office executives. 
2. Dovetai 1 this information into a training program 
to improve on-the -job performance and guarantee 
an adequate supply of promotable people. 
3. Uncover long- and short-term replacement needs. 
Chrysler is retaining its policy of promoting within, and has 
adopted an appraisal system as the core of its management development 
program. The basis of the appraisal is a "position description", and 
those being appraised are rated on the work they perform, and not on 
personal qualities. 
Follow-up between the appraisal activities and the industri-
al education department are fluid; inventory sheets are kept of the per-
formance and progress of each person being appraised; and by integrat-
ing these inventory reports into a master plan, it is expected that an ac-
curate prediction can be made of recruitment needs, from colleges and 
elsewhere, for years ahead. In fact, Chrysler feels that job-planning 
should be as equally scientific as analyzing and planning for the automo-
bile market.* 
*53a, pp. 30, 32 
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' MANAGEMENT'S INTERESTS IN HIGHER EDUCATION 
Except for a corporation's own personnel program~ the area 
presenting the greatest challenge to businessmen and offering the great-
est opportunity for assistance is higher education. Much has already 
been done~ but actually the periphery of the problem has just been 
pricked~ what with the staggering financial needs in all levels of educa-
tion~ the dearth of qualified teachers and professors and the consequent 
deterioration of educational standards, inadequate and outmoded school 
and college buildings, and the mounting population. 
Management's chief reasons for concerning itself with the 
problems of higher education are twofold: 
1. Selfish motives 
2. Humanitarian motives 
From the selfish standpoint, management is primarily inter-
ested in markets, and markets are made up of people. The better edu-
cated people are, the higher their income and their standard of living 
will be. It then follows that the higher their standard of living, the 
greater will be their demand for, and consumption of, the goods Industry 
turns out. In other words, a poorer, uneducated populace cannot 
108 
support huge markets as can th eir count erpart, a more affluent, educat -
ed people. 
T h en, too, business must look t o h igher educ ation for its ex-
e c utives , its key personnel, its engineers, its sc i entists and its te c h ni-
cians. For it is upon such a group that a business enterprise is built, 
and u p on whom it must depend if it is to perpetuate itself. 
Furthermore, businessmen, because of their own backgrounds, 
do not consider c ollege educ ation ligh tly. T h e extent of such training 
among business leaders has been revealed, in a recent survey, w h ich , 
according to Dr. Robert E. Wilson, Chairman of the Board of the 
Standard Oil Company {Indi ana), points up the fact that of 33, 5 0 0 bus i -
ness executives, 88 percent h ad college backgrounds, with 71 percent 
coming from independent, privately supported colleges and universit ies. * 
Thus, not alone does management recognize the importance 
of college training because i t is th e seedbed for tomorrow's business 
leaders, but, in the words of Henry Ford II, " .... one of America's 
mos t important economic as sets is our educated population." :0:<* 
Considering the humanit arian aspects of th e case, it is typ-
ically American to want to aid in the general welfare of peoples and to 
strive for t h e social betterment of communities, local, national and in-
te rna tional. 
* l54b 
** 37 
T h e trend of corporate f inanc ial assistance along these 
lines is growing, and more and more businessmen are laying stress on 
the importance of so doing. 
T h ere is anoth er reason for management's concern with high -
er education - a reason of compelling urgency - that of keeping our Free 
Enterprise system intact. For, if our society is to remain free, the 
responsibility for reinforcing its bulwarks rests with corporations, ad-
mitt edly the greates t source of productive wealth in our country. And 
t h ese bulwarks are our free, independent and privately-endowed colleg-
es and univers ities. 
COLLEGES AND UNIVERSITIES FACE CRITICAL FINANCIAL TIMES 
sis exists. 
As to the future of our institutions of higher learning, a cri-
The gravity of the situation i s evidenced by the results of a 
· recent survey by "The New York Times" of some 810 American colleges 
and universities wh ich d i sclosed that in spite of a 71 percent rise in tui-
tion i n the past ten years, nearly one -half of "all the independent ins t i tu-
tions of higher education" are experiencing financial difficulti es. >t< 
Factors contributing to this critical financial picture encom-
pass t h ose conditions affecting our e c onomy in general, namely, inflation, 
rising c osts, lower return on endowment funds, inadequate and obsolete 
buildings, t h e necessity for increasing salaries, and a c onstant expansion 
*153, P. 2 
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of servic es. To highlight, for example, just one of these items, we 
h ave but to consider a n nual costs per student for tuition, board and 
room. Twenty years ago the estimate was $35 0 , w h ereas today it is 
nearer $1,400 and rising constantly. * In this connection, it h as been 
stressed that tuiti on never covers the actual cost to the college or uni-
versity of a student's education, for i t h as been necessary over the 
course of innumerable years to supplement this from endowment funds. 
Another salient point in this problem concerns enrollments. 
A 7 5% increase has been witnessed between 1940 and 1950, and it h as 
been re ported that a total of 2, 250, 0 0 0 students registered in our colleg-
es a nd universities in 1953. By 1960 these ranks will be swelled to 
n earer 3, 00 0 ,00 0. **(See Chart No.. 7). As a further indication of 
growing enrollments, it has been establish ed that over 25% of t he nation's 
18 - to - 21 year -olds attend college, as against only 4% at the turn of t h e 
century. *** 
To combat the resistance of business, such industrialists as 
Frank W. Abrams, of Standard Oil of New Jersey, Alfred P. Sloan, Jr. 
of General Motors, Irving S. Olds of U. S. Steel, Walter Paepcke of 
the Container Corp oration, and Henning W~ Prentis, Jr., of the Arm-
strong Cork Corporation, h ave founded the Council For Financial Aid To 
*84 
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CHART NO. 7 
REGULAR STUDENTS IN U. S. COLLEGES AND UNIVERSITIES* 
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Education, Inc. , with the h ope and expectation that to the extent of their 
financial ability and legal auth ority business will support the free, 1n-
dependent and privately endowed colleges and universities in our land. >'.< 
McGraw-Hill Publish ing Company, Inc. , in analyzing the 
critical financial situation in which higher education finds itself, pre-
diets that if bus iness firms do not voluntarily assist, "there is every 
p rospect that they will soon be providing more fin ancial support for 
higher education involuntarily, th rough taxation. 11 ** They base this 
premise on the rapid increase in the proportion of college and univer-
sity students attending tax-supported institutions, and report the follow-
ing statistics. In 1952, t he tax-supported institutions enrolled about 
7 . 5 percent more students than the independents; this percentage daub-
led in 1953; and rose to 26 percent in 19-54. Furthermore, the records 
of the U. S. Office of Educ ation also show that in 1952 t he number of 
beginning students in tax-supported schools exceeded t h ose in the inde-
pendents by 35 percent, and two years later h ad jumped to 49 percent. ** 
One of the dominant reasons, of course, for this marked in-
crease is because t he independent s have had to raise their tuition fees. 
Relating the expe c ted increase in attendance at tax-supported 
colleges over the next six years to the estimated college student popula-
*153, P. 4 
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tion of 3, 000 ,. 000 by 1960 (see C h art No. 7), about 2, 0 00, 000 students 
will be in th e tax - s upported colleges and universities, wh ile l, 000,000 
will be in the independents. The p ropor tion in 1950, according to Me-
Graw-Hill, was a 5 0 -5 0 division, and cautions that in order to avoid the 
tax assessments against business, business s h ould determine to do ev-
eryth ing possible to give financial assis t ance to the independent colleges 
and universities. * 
WAYS IN WHICH C O RPORATIONS CAN 
ASSIST INSTITUTIONS OF HIGHER LEARNING 
How c orp orate managements can and mus t help in the field 
of highe r education is receiving an increasing amount of emphasis in 
many areas and particularly in Industry itself. For, aside from t h e i r 
assistance taxwise, additional funds are in desperate demand. 
As evidence of Industry's growing concern over Education's 
financial difficulties is t he f act that both the National Association of Man-
ufacturers (See Appendix G) and the United States C h amber of Commerce 
h ave adopted r e solution s t o the effect th at Industry must supp ort , and 
promptly, our institutions of h igh er learning. ** Industry's failure to 
do so will continue t o encourage government aid, w h ich would eventually 
mean government control, a nd the eventual passing of our free institu-
*40 
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tions. In f act, considerable alarm has been voiced in the past few 
years, by educational, p olitical and scientific circles, over this trend. 
That government spending has already made its impact in research , is 
s h own in Table VII. 
Those who are closest to the subject of corporate giving to 
educational institutions strongly urge c aution be used in granting finan-
cial support. First of all, if spe cific regulations are advanced on h ow 
the funds are to be used, then such funds cease to be free. They are 
earmarked for the particular interests of the donor, and since business 
is t o an ever-increasing extent placing a compelling emphasis upon ap-
p lied research, as against basic research , c ollege administrators, ed-
ucati onal agencies connected with the.Gove rnment, and even some busi-
nessmen are critically viewing this situation. 
To point u p what can h appen when strings are attached to the 
gift, in 1950 of the estimated $70,000,0 00 granted by corporations and 
foundations to c olleges and universities, ' 1more than half was specifical-
ly earmarked for applied research in which the donors were directly in-
terested." * Not only vitally important basic research suffers, but the 
field of liberal arts - with its emphasis on broader fundamental knowl-
edge, social sciences a nd humanities, more important for the future 
than was the case formerly -becomes sidetracked . In addition, acad-
*153, P. 7 
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TABLE VII : FUNDS FOR HESEARCH GROOED TO 18 UNIVERSITIES 
BY THE FEDERAL GOVERNMENT .AND BY BUSINESS AND 
' 
INDUSTRY* 
1941 - 1942 and 1949 - 1950 
In t housands 
Granted by Granted by 
federal business and 
University government i ndus t:r;y 
1941-1942 1949- 1950 1941-1942 
Arkansas $ 1'54 $ . 535 $ ' 15 
Cincinnati 50 600 25 
Columbia 1,884 3,336 74 
Cornell 800 922 . 51 
Duke .. 392 ffl 
Harvard 550 2,225 97 
Il inois 353 1,650 230 
Y.ansas . ~ 309 .. 
Michigan 13 5,000 159 
Ninnesota 263 1,901 460 
Pennsylvania 370 1, 201 a •• 
Princeton 390 1, 157 76 
Stanford 78 1,383 20 
Texas •• 1,450 7 
Tulane 42 577 3 
vlashington b 17 799 1 
Wisconsin 151 731 137a 
Yale 163 767 ... 
Total $ 5,278 s 24,935 $ 1,442 
~ata not available$ bUniversity of 'YlashiP.gton. 
Source: Survey conducted by Benjamin Fine, reported in 
the New York Times, December 5, 1949 
--::-::-=---=::----:-~--
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1949-1950 
23 
100 
125 
155 
479 
220 
900 
457 
800 
925 
331 
122 
57 
100 
33 
462 
600 
a 
•• 
$ 5,889 
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emic. personnel are d i verted into s pec ific p rograms for industrial p roj-
ects - their services t hu s lost to the college or university. 
In oth er words, the c olleges and universities welcome the 
unrestricted gift - the donation given with no strings attached . It is 
flu id , and c an be diverted into the most beneficial channels in the devel-
opment of our institution s of higher learning. 
There are, of c ourse, many avenues of assistance now being 
used. Along the f1nancial routes, these cover: 
l. Grants -in-aid, fellows h ips and scholarships 
2. Cont rib utions for capital goods, general operating 
or overh ead expenses 
3. Contributions t o college asso c iations 
4. Scholarsh ips to employees or their children 
In s till oth er areas, co - operation can be strength ened by: 
1. Conferences between educ ators and industrial lead-
ers. 
2. Exchange of teaching talent between Industry and Ed-
ucation. 
3. Open H ouse programs 
4. Student research surveys within Industry 
5. Co-operative students as employees 
Grants -in-aid, fellowships and sch olarships. Probably the 
greatest int eres t h as been evinced in this particular area by businessmen. 
A sampling of th e aid-to-education programs in operation in some of the 
llb: 
larg e corporations is given b elow: 
*l-54f, P . 7 
**125c, P. 55 
E~ I. du Pon t de Nemours & Company * 
Du Pont h as been p roviding, since 1918, postgraduate 
fello w s h i p s in s c ienc e and engineering. For 1954 -55, 
t h ese will tot al 61 . 
In 194 9 1 thi s c or poration began its program of p rovid -
ing continuing grant s - in- aid for fundamental research . 
T h ese t otal 17. 
In 1951-52 annual funds were establish ed for t h e Wallace 
H u m e Caro thers Research Professorsh ip at Harvard. 
In 1953-54, its summer research grants were begun for 
c h emistry t eachers in universities, postgraduate teach -
ing fello w s h ips in chemistry r fellows h ips for Maste r's 
De g ree t raining of high school science and mathematics 
t each ers, and grants for advanc ing t h e teach ing of c h em-
istry in colleges. 
For 1954 -55, i t s total aid-to-educ ation is to be $ 7 05,500, 
and for 19 5 5-1956, $8 0 0, 0 00. >'.<* 
11 7 
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United States Steel Foundation * 
In July, 1954 , their aid-to-educ ation program was an-
nounced. It covers unrestricted funds for grants for 
liberal arts c olleges, totaling $7 0 0, 000. It also pro-
vide s for grants to t he Negro C alleges and t h e National 
Fund for Medical Educ ation . 
Gulf, Mobile and Oh io Railroad Company ** 
Since 1951, t h e Company has contributed $187, 000 t o 
various liberal arts and c h urch -related colleges along 
i t s route. A proviso for the rais i ng of additional funds 
by the colleges themselve s is included. 
General Motors 
A major e xpansion of their financial aid to highe r educa-
tion h as more than doubled their previous expendit ures 
of $2,000,000, bringing t he annual total to $4,5 00 ,000, 
under a three-part sche dule. 
Part I covers the College Plan, namely, providing for 
250 fo u r-year sch olarships to be awarded by 107 private 
and 39 public institut i ons in 38 States. The institutions 
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making the awards will receive annual grants -in -aid 
from $500 to $800 per sch olarship. 
Part II is k nown as the National Plan and provides for 
100 four -year sch olarships to be awarded annually to 
public and private secondary school graduates winning 
in a competitive examination conducted by the Educa-
tional Testing Service, of Princeton, N. J. 
Part III is known as the Foundation Plan, and p rovides 
for th e donati on of "unrestricted grants of $10, 000 each 
to foundations representing colleges in Indiana, Mich i-
gan, New York, Ohio, Pennsylvania and New England. 
Membership in these foundations is held by 133 private 
colleges and universities, of which 102 are in additi on 
to those participating directly in the. General Motors 
College Plan. T h e United Negro College Fund will re-
ceive a grant of $35, 000 to be used for the operating ex-
penses of 31 Negro c olleges." * 
Union Carbide and Carbon Corporation 
With its aid-in-education program reach ing maturity in 
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three years, it w i ll annually award 400 scholarships at 
a cost of $500, 000 - no strings attached. * 
Contributions for capital goods, and for general operating 
or overhead expenses. When unrestric ted corporate gifts are made 
available to our institutions of higher learning, building funds will ben-
efit , and an easing of operating expenses will result. Colleges are in 
serious straits as regards the need for capital goods, and for general 
operating or overhead expenses. 
More recently, Industry has begun to recognize these needs 
as is illustrated in General Electric 1 s "Corporate Alumnus Program." 
Late in 1954, the trustees of the General Electric Educational and Char-
itable Fund announced a new plan for financial assistance to colleges and 
universities, in addition to the scholarships, fellowships and grants -in-
aid already furnished by the Fund. 
Among its employees are numbered 23,000 graduates of 
more than 540 colleges and universities. Any such employee making a 
contribution to his alma mater up to $1, 000 in any one year will have his 
gift matched dollar for dollar by the G E Fund. 
The institutions receiving such donations may use them "to 
realize or foster the primary needs and objectives of an institution of 
*81, P. 14 
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higher educati on, namely of augmenting the requi red c api tal and g ener -
al o p erating funds , of providing for expanded s tudent e n rollment , of 
s trengthening educational facilities a nd c u rricula, and of improving i n -
c entives for the highe st q u ality of t eac hing . 11 * 
Thi s p rogram is being c onsidered on a t r i al basis, with the 
trustees reviewing i t s result s a t the end of 1955 to determine wheth er 
it should be extended. 
Contribut ions to c ollege asso c iations. To unite their a p-
p eals t o co r p orations for general fin ancial sup p or t , most of the liberal 
arts c olle ges have formed associations , 29 State and 3 regi onal, w ith a 
c ombined me m bersh i p of 377 . >:<* 
In addition t o these, the following organi zations have been 
founded to f u rth er the i r partic ular n ee d s: 
United Ne g ro College Fund. Created over t en years 
ago, thi s i s a fe d erat ed fun d-ra i sing prog ram of 31 ac-
c redited p r i vate Negro Colleges. About $1, 5 00 , 000 is 
ra i sed y early and is p rorated to i t s membersh ip for o p -
erating exp enses. *** Late in 19 54 , $ 417, 00 0 had 
been rece i ved from 4, 386 business firms. Cont inued 
support h ad also been given by the labor unions. ***>:' 
* 7 9 a nd 1 0 0 , P. 1 5 1 
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National Fund for Medical Educ ation. Founded i n 1949 
under the sponsorship of leading university presidents, 
the Ameri c an Medical Associat ion and the Association 
of American Medic al Colleges, and chartered by Act of 
Congress in Augus t , 1954, the Fund embraces some 8 0 
medical schools. 
Colby M. Che ster, Chairman of the Fund's Committ ee 
of American Industry reports that , in 1954, l, 129 com-
panies c ontributed $1,505,651, an increase of 36 per-
c ent over 1953. Also significant is the evidence of en -
courag ing growth and interest in the work of the Fund, 
for membersh ip in the F u nd's Committee of American 
Industry rose from 854 t o l, 543 during 1954. * 
S cholarships to employees or their children. Generally 
speaking, the motivating purpose behind sch olarsh ips for employees or 
their children is the hope of achieving better employee relations. 
Such s cholarship s are inc reasing in number and interest, 
and one of the better -known p rograms of this type ha s been in effect 
s ince 1924, at the General Electric Company. The i rs is an under-
graduate financ i al assistan ce plan, and is presently offering annually 
*183, P. 3 
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50 scholar s hip s of $5 00 each . Eligibility is based on one year's service 
as far as the employee is conc erned, and in the c ase of an employee 1 s 
child, the applicant's father must have c ompleted five years of service 
with the Comp a n y. 
Among other requirements, the course to be p ursu ed must 
be of college grade, leading to a de gree in an ac c redite d college or uni-
versity. 
Paralleling the sch olarsh ip plan, the Loan Program p rovides 
funds for educational purposes for employees, or the c hildre n of employ-
ees, unde r specifi c eligibili ty requi rement s. 
OT HER AREAS OF INDUSTRY -EDUCATION CO-OPERATION 
In addition to the work- study plans, or Co -o pe rative Programs, 
introduced in their p resent form, back in 1906, at the University of Cin-
cinnati,* Industry supplies t eaching aids (ch arts, films, demonstration 
unit s, and the like) a nd equipment to s chools, c olleges and universities. 
The O pen House h as been expanded beyond the employee group s 
and their families t o include s t udent s of all levels, teachers, and college 
and university professors. 
Summer conferences are held at General Electric, and pro-
vide for lectures, laboratory a n d classroom work under college 
*187, P. 22 
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professors, as well as th e Comp any's scientists and engineers. :>';: 
To give h igh school student s an account of job opportunities 
in Evansville, Indiana, bus i ness man agers there have compiled and d i s -
t ributed a b ooklet, "Your Career Opportuni ties in Evansville Industry.'' ** 
Also, NAM urges that not only finances be made available 
to Education, but th at industr i al "know-how" be supplied, in an advisory 
capacity 1 in matters of curr i culum, personnel and administration. *>!<* 
The problem of encouraging economic education for people 
of all ages offers a particular challenge to bus iness leaders, and more 
and more Industry is being urged to tell its story to all age groups. 
There is an appalling lack of training in, and understanding of, economics, 
and it is generally felt that one step in a series to preserve our system 
of Free Enterprise rests with the suc cess of businessmen in acquainting 
the public with th e facts about their ind ividual enterprises - their prod-
ucts and objectives. 
Du Pont has made a notewor thy contribution, along these 
lines, in the financing of "It ' s Everybody's Busin ess", which is avail-
able through C h ambers of Commerce for classroom s h owings. 
General Mills, in its efforts to stimulate, provoke and fur-
ther train i n g in economics, initiated "Story of Bread", a series of nine 
*187, P. 32 
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panels, depicting bread making p ro c esses from Ancient Egyptian days 
through 19th Century Ameri c a, and thenc e the modern-day Ameri c an 
m ethods. Not only were p roduction processes emphasized, but mar-
keting, p roper ty ownership and c apital were highlighte d as well. >'.< 
*43, P. 24££ 
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CHAPT ER VII 
RELIGION -A MONDAY -T O-FRIDAY BUSINESS TREND 
Recognizing that moral and spiritual values are basi c in 
Human Relations, bus inessmen are today bringing religion into their 
factories and plants. Unquestionably th is is connected with the mount -
ing resurgence to religion , p resently being demonstrated by increased 
and widespread church attendance, relig i ous books on the best sellers 1 
lists, and a growing audience response, both on radio and Television, 
to programs keynoting religion. However, the trend appears not only 
assured, but in recent years has been spreading. 
Numbered among the organizations that are emphasizing 
the i mpor t ance of religion in daily living - and c omposed to a large ex-
tent of businessmen - are: 
*125a, P. 96 
The Clergy - Industry Discussion Group of Greater 
Cincinnati*, foun ded right after World War II, holds 
most of its meetings in the industrial plants in the 
area. Members explore the more important issues 
and problems of the day, publishing its results in 
126 
booklet form. 
Those b usin essmen who h ave been i n terested in p artic i-
pation in the spiritual life of their communities, and in 
winning the g ood will and co-operation of thei r employ -
ees and associates, have been drawn to Internati onal 
C h ristian Leadership, Inc.* , a non-sectarian move-
ment, which h as been i n existenc e for some twenty 
years. Their mee ting s, for t he most part, are he ld 
at t he breakfast hour, and often in t.heir l arge industrial 
plants. 
The Gideon s, a group of C h risti an businessmen, h ave 
for many years been d i str ibuting thousands of Bibles 
a nnually. 
Moral Re-Ar m ament, emph asizing a reassessment of 
moral a nd s p iritual values in daily livin g, h as quietly 
been spreading its message among labor and man age--
ment g roups. 
*l2.5b, pp. 93-94 
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Laymen's Movement for a Christian World is national 
in scope, with a membership of some 1,400 business-
men of the three major faiths. . They have been success-
ful in settling serious labor d i sputes, relieving racial 
tensions, and the like . 
In addition to th e laymen's groups, a growing number of 
companies are routinely distributing religious literature to their em-
ployees. * Probably the most widely circulated is "Guidepost s'', a non-
profit, non-sectarian monthly magazine, edited by Dr. Norman Vin cent 
Peale, of th e Marble Collegiate Church , of New York City. It has some 
650,0 0 0 subscribers, with just over 950 business enterprises,>'.<* among 
these being General Motors and U. S. Steel distributi ng it t o th eir em -
ployees. More t h an 90o/o of the industrial subscriptions are renewed 
year after year. ** 
Also, upon the suggestion of a businessman, some 12,000 
public and parochial sch ool teachers and superintendents in ten states, 
are now receiving "Guideposts" each month, without cost. *** And 
among t h e donors are businessmen and business enterprises making 
this possible. 
As another indication of the spread of religion to the business 
*122, P. 30 
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fie ld, a y e ar or t wo a g o P a n Ameri c an agreed to fly no c h arge a news-
p aper man to t h e c orne rs of th e globe i n h is stu dy of the ext ent to whi c h 
t h e Bible was now being accepted and read. 
More recently , a full-page spread, devoted to a series of 
passages from the Bib le h as a p peared in ''The Wall Street Journal''. * 
While Management is bringing religion into its fac t ories, 
t h e religious leaders are conc erned with developing a better understand-
ing of Industrial Relations , of management 's and labor's problems. 
For example, both t h e Protestant and Catholic faith s h ave set up prin-
cip les and recommendations for th e guidance of businessmen. {See 
.App end ix H. ) 
Then, more recently, recognizing th a t the clergy are mold-
ers of public opinion and that actu al working experience wit h manage-
ment and labor is the mos t effec t ive way of gaining knowledge and un-
derstanding of our highly industrialized areas and their problems, Bos-
t on University, in 1953, inaugu rated a Minister -in-Indus t ry Program. 
It was a ten-week course, designed to cover work experience and study 
for theological students and m inisters. 11 Jobs for 35 young ministers-
in-industry were found in such oc c upations as meat p ackers, railroad 
track h ands, s t eel h andlers a n d production line workers. Each night 
the group met for class sessions t o discuss th eir work and listen to ex-
*134 a, P. 10 
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perts in business, economics, labor relations and other fields.'' >!< 
On th e labor side of the picture, the National Religion and 
Labor Foundati on, founded in 1931 by Dr. Allan K~ C h almers of Boston 
University, has a twofold function, namely, "to educate the clergy of 
all faith s in the goals, aims and procedures of organized labor, and to 
impress upon labor leaders t he necessity for religious and ethical prin-
ciples."** 
In this religion-within-industry movement, there is also the 
not able spread of prayer meetings - some h eld before the day's work 
begins; in other instances during the noon h our. They are informal, 
sometimes presided ·over by a clergyman, oth er times by an employee, 
and include all faiths and creeds. For the most part, they emanate 
from management's wish, but have, in some cases, been requested by 
the employees. The underlying belief is that prayer contributes to an 
employee's peace of mind on the job. Examples include***: 
*114, P. 18 
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Sinclair Oil Company, Houston, Texas. Here the re-
finery's h undreds of men, wh en the noon whistle blows, 
take their l unches to a pump house which the c ompany 
h as refurnish ed as a plant church, and hold their pray-
er meeting. 
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At the George Eastman Construction Company, .Sacra-
mento, California, iron workers, r i ggers, drillers, and 
other construction men participate in devotional services 
before going to their jobs. 
In Baltimore, on the Baltimore &: Ohio Railroad's Pier 
No. 6, t he dock workers crowd around a Negro sweeper, 
Charles Lee, who leads them in h ymn singing and prayer. 
A 15-minute devotional servi ce is held every morning 
at Severance Tool Industries, Saginaw, Michigan. 
The Reverend Dan Demmin, Chaplain at Letourneau-
Westinghouse Company, in Peoria, Illinois, reports 
that Chapel services h ave been conducted on company 
time over t h e years. Held weekly and bi-weekly, at-
t endance at these prayer meetings is not compulsory -
in fac t , if an employee does not attend, he can h ave the 
t ime off for rest. Musical and speaking talent is the 
best that can be obtained and is liberally paid for. * 
Gene ral Electric Company. On February 14, 1955, this 
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industrial giant released word that religious services 
would be conducted at its Lynn plants, throughout the 
Lenten season, with Catholic Masses being celebrated 
every Wednesday noon and Protestant services held ev-
ery Thursday noon in nearby auditoriums. This is an 
outgrowth of an idea held by a group of G E executives 
and clergymen of both faiths. * 
In addition to the informal devotional services, facilities are 
being provided for medi tation and prayer. There is the example of Er-
win Tucker's gasoline stati on Chapel, in W"Ynne Wood, Oklah oma. He 
and his six workers, two colored and four white, cleaned out a room, 
and made appropriate preparations to satisfy Protestants, Cath olics and 
Jews. ** 
Typical of employee co -operation in the movement is that 
experienced at Solar Aircraft Company, San Diego, California. The 
president, Edmund R. Price, announced, late in 1952, that he would 
like to see a chapel on ~he c ompany property, stati ng t h at the space, 
architectu ral plans and building materials would be provided, but 50 
employees would be expected to indicate their interest in the project 
*50, P. 1 
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in writing, and be prepared to do the construction work themselves. 
In response, several hundred employees wrote him of their own inter-
est, and in their off-duty hours put up the structure. It was ready for 
Christmas 1953, and is used for a few minutes each day by employees, 
as well as management. 
RELIGION AND BUSINESS 
More and more it is being recognized and accepted that 
religious principles are applicable to business operations. For actual-
ly, religion undergird s t h e progressive Human Relations program, and 
is unquestionably the stimulus for fair and honest dealings with employ-
ees, c ustomers, and suppliers. 
Charles R. Sligh, Jr. 1 a former president of the National 
Association of Manufacturers, in discus sing the many indications of our 
material, cultural and spiritual growth, points to the reason as"our ba-
sic belief in the value of the individual and in his right to earn a profit 
according to his initiative, h is ability 1 and his willingness to work." >:< 
And he continues, "Our honest belief in the Christian philosophy can 
assure the individual of a continuing protection of these rights. * 
In analyzing Christian responsibility**, Sligh feels that the 
*165, P. 2 
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emp loyer s h ould 
1. Treat his employees as individual h uman beings, 
. I 
recognizing th eir individual pe rsonalities; 
2. Provide for the employees a better understand i b g 
of t h e c ompany for which th ey work; 
3. Provide for the emp loyees a better understandi h g 
of our economic system and h ow t~eir particu l J r 
company's business fits into t h e overall econol i c 
picture . 
Those organizati ons which sincerely and earnestly base t h eir 
In dustrial Relations policies on religi ous tene t s are rewarded by a more 
co -operati ve attitude on the part of their employees. For example, 
I 
w h en management is motivated by a desire for fair play tow:ard its lem-
p loyees, and promotes t h e i r general welfare and happiness, employees 
are quick to recognize the fact, and become more content and int er l sted 
i n th eir work, thus inc reasing their produc tivity. . As someone h as said, 
"An unins pired worker is like a good engine with a faulty s p ark. Mod-
' 
ern managers of men, who are doing by t h ose i n their c h arge as t h ey 
would be dohe by, are making provision for inspiration and their effort 
is being repaid in satisfaction and results." 
As for customer relations, wh en fair, h onest and c ourteous 
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dealings are stressed, and a properly p r i ced product is made available, 
sales are not likely to remain static. And t h e same holds true in re-
lations with suppliers and vendors, for when fairness and consideration 
are extended to them, they will recip rocate in kind. 
With religion a working theory, a bulwark is thrown up 
against Communism. For, as Sligh feels, by treating employees, 
c ustomers and suppliers fairly and ·squarely, by being good citizens in 
their companies' communit ies, "Christians c an help to make our capi-
t alistic system operate even better in the future than it has in the past." * 
THE INDUSTRIAL CHAPLAIN 
Fully cognizant of the fact th at the application of spiritual 
t h erapy can be of infinite assistance t o troubled workers, businessmen 
have brought the chaplain into Industry. First to do so was the R. J. 
Reynolds Tobacco Company, of Winston-Salem, N. C., and their pro-
gram is the major pilot operation of its kind . 
Since then, and dur ing the past five or six years, the busi-
ness enterprises following suit now number about 40, and in those cases 
where a c h apla in has been installed, th ere h as been a definite boosting 
of employee morale. 
improved. 
*165, P. 8 
In general, the Industrial Relations c limate has 
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The movem·ent is a growing one, and it is expected that it 
will soon be as commonplace for a company to h ave a chaplain on its 
staff as it is a doctor. 
According to Dr. Clair M. Cook, of Columbus, O h io, there 
are three ways of getting chaplains into industrial plants. >'.< 
*72, P. 7 
l. The most common way is the hiring by the company. 
This can prejudice the worker, Dr. Cook believes, 
to feeling that management is using religion as a 
tool. 
2. With the consent of management, the chaplain comes 
in from the outs i de to hold religious services during 
t h e noon hour. He makes no attempt to understand 
the problems of labor, but is there merely to bring 
religion to the worker. This procedure meets with 
oppositi on from other clergy who feel that the work-
ers may be weaned away from them. 
3. Hired by t he church , he works in the interest of 
both management and labor to promote better group 
relations and to improve the whole general industri-
al scene. 
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To point up th e part the Protes t ant C hurch is playing in this 
movement , re cently the "American Luthe ran Church a pproved an exper-
imental p roject in church - industry relati ons, wh ich may eventually de-
velop into an industrial chaplaincy program. Already t h e Methodis t 
Church has two such chaplains operating within t h e United States. 11 * 
Also, in 1951, t he Reverend Emerson W. _Smith, of Beverly, 
Massachusetts, became the first full-time, church -paid Protestant 
Chaplain of Industrial Relations in the country. >!<* 
Then, we h ave the Clergymen of the Presbyterian Synod of 
New Jersey conducting non-denominational, noon -hour religious servi-
ces in some ten plants.*>!<* 
Duties of the Industrial C h aplain. Spiritual counseling is the 
Industrial Chaplain's (also known as Company Chaplain or Company Pas-
tor -Counselor) main activity. In this connection, h e immediately makes 
the acquaintance of the employees, and assures them that s h ould they 
wish to see him, t h eir confidences will not be betrayed to others. 
In some cases, th e chaplain is expected to make regular vis-
its to all department s. Wh en such is the procedure, the employees are 
privileged to stop their work f or brief conferences, or to v i sit t h e chap-
lain's office if this seems preferable. 
*72, P. 7 
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A chaplain also makes himself available for home consulta-
tions l c alls on sick employees; and visits th e home where a death has 
occurred. 
He is available for religious talks with in the plant, as well 
as for community gath erings. 
Labor's reactions. Labor is not resisting the movement, 
for we h ave the example of Local No. 12 of the Independent Packing 
House Workers Union of Kansas City, Kansas, naming its own c h ap-
lain, t h e Reverend Bernard W. Nelson, to serve its members. * 
*122, P. 74 
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CHAPTER VIII 
COMMUNITY BENEFITS FROM ORGANIZED MANAGEMENT 
Strength exists in unity of purpos.e, and strongly organized 
and carefully knit groups of business leaders are presently at work 
I 
studting legislation, promoting interest in health and safety programs, 
furtJ er developing the scope of Industrial Relations - in short, cover-
I 
ing tlhe length and breadth of management's functions and responsibili-
ties .I Suc h organizations exist on the local, state, national and inter-
I 
natibnal levels, and include the National Association of Manufacturers; 
I 
Am, rican Management Association; state industrial organizations, such 
as tli e Associated Industries of Massachusetts; regional groups, such 
as t~e New England Council; Chambers of Commerce; and countless 
I 
otheirs, all focusing attention on many fields of business endeavor. 
Basically, all are promoting the need for enlightened 
- a better informed group of businessmen, who have a fun-
damental responsibility in protecting the American way of life. 
EMPLOYEE -EMPLOYER PARTNERSHIP 
Although stock ownership plans got underway back in the 
most of them were discontinued following the stock market col-
However, interest has again been revived in them since the 
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end of World War II, alth ough t h ey h ave not attained any not able w i de-
spread p opularity. For example, The Conference Board, in an ex-
' -
h aus t ive study was able to discover but 68 stoc k ownership plans, and 
only' 28 of these are active,* as shown in Table VIII. 
Both management and employees h ave basic interests 1n 
stock-ownership p lans. Management, for example, would like to make 
th e employees p artners in t h e business so that there will be greater em-
ployee inte res t and devotion to th eir company. They feel, also, t h at em-
I 
p loyee thrift will thereby be promoted; that the workers will be educated 
I 
t o the advantages of Free Enterprise; that their stock h oldings will pro-
vide 1a he dge against inflation; and, finally, that employee purchases of 
I 
stock will p rovide additional working c apital for the firm. ** 
As for the employees, they want to s h are in the prosperity 
of their company, to be identified with it as a part-owner, and to s h are 
in t h e gains of a rising stock market .>'.<~'< 
As s h own in Table IX, there are several plans, including 
stock purch ase, s t ock option, stock purch as ed through a bank, sale of 
unexercised s h ares, and sale of stock through e m ployees 1 clubs. Ex-
eluded therefr,om are the various informal arrangements that can be 
made 1, p rofit s h aring plans, and savings and investment plans. 
But wh ateve r th e plan, and wh a t ever the arguments p ro and 
I 
* 190,, p. 6 
** 190 , P. 7 
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TABLE VIII: ~1PLOYEE STOCK OViNERSHIP PLANS, BY SIZE OF ESTABLISID-lENT * 
DISCONTINUED 
TOTAL ACTIVE PLANS INACTIVE PLANS PLANS 
--
- . 
No. of No . of No. of No . of No . of No . of No. of No . of 
SIZE OF ESTABLISID1ENT Plans Employees Plans Employees Plans Employees Plans ~ployees · 
-· 
Under 1,000 employees 11 5,567 5 2,057 5 2,880 1 630 
1,000 to 4,999 employees 25 60,863 8 23,292 13 28 , 571 4 9,000 
5,000 to 9,999 employees 16 119,194 5 36 ,757 8 59,637 3 22,800 
10,000 and over employee1 14 1,121,742 10 f575,742 3 121 ,000 1 125,000 
Total 68 1,307,366 28 937,848 30a 212 ,088 lOa 157 ,430 
- --- ··- ---
a . 
Employment not avai lable in one company. 
* l90,P. 10 
TABLE IX.: E!>iPLOYEE STOCK 01dNERSHIP PLAl~ , 
. BY TYPE OF PLAN* 
TYPE OF PLAN frOTAL 
Stock purchase plans 52 
Adopted prior to Oct . 1,195< 36 
Adopted after Oct. 1,1950 16 
Stock option plans 5 
Adopted prior to Oct.l,l950 1 
Adopted after Oct. l,l950 4 
Stock purchased through a banl 6 
Adopted prior to Oct.l,l950 2 
Adopted after Oct. 1,1950 4 
Sale of unexercised shares, 
full payment • • • • • • 2 
Adopted prior to Oct . 1,195< 1 
Adopted after Oct. 1,1950 1 
Sale of stock through employeE ~' 
clubs • • • • • • • • • 3 
Adopted prior to Oct. 1,195< 3 
Total stock purchase and stocl 
~ption plans • • • • • • • 68 
ACTIVE 
21 
11 
lOa 
3 
• • c 
3 
1 
•• 
1 
•• 
.. 
•• 
3 
3 
28 
IN-
ACTIVE 
21 
15 
6 
~ 
1 
5 
2 
3 
2 
1 
. 1 
•• 
•• 
30 
DISCON-
TINUED 
10 
10 
•• 
•• 
•• 
•• 
• • 
•• 
• • 
• • 
•• 
• • 
•• 
10 
a In t'irO companies, plans not yet approved by stockholders. 
bCombination of stock purchase and stock option. 
c In one company, plan not yet approved by stockholders. 
*190 , P.9 
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con, t h ere are many observations to be made. For, by encouraging 
wide employee participation in t h e ownership of a corporation, manage-
ment creates a climate con duc i ve to teamwork and co-operation , devel-
ops a feeling of p artnership between the management group and emp loy-
ees, and builds a strong foundation of employees interested in t h e fruits 
of their labors and the American economic system as a whole. Not on-
ly i s t h eir time, but t h eir money, invested in what they cannow consid-
er their own. T h eirs is a more personal relationsh ip to the corp ora-
tion, for th ey are identified with it. They become closely allied w ith 
its interests, have a better knowledge of, and are alert to, and con-
cerned with, its proble m s. 
And t h e extent to which t h e industrial climate can be im-
proved is evidenced by t h e number of employees represent ed in t h e es-
tablishments surveyed by T h e Conference Board, as shown in Table VIII, 
Page 141. 
Aside from th e improvement of industrial climate by broad-
ening the base of ownership in American business enterprises, Ralph 
J. Gardiner, President of General Electric Company, points to two im -
portant needs for such action, namely, "to gain increased understanding 
th rough the participation of ownersh ip and to fulfill the tremendous de-
mands for capital investment.'' * He elaborates on the latter by point-
*176, P. 3 
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i ng up t he fact that capital expenditu res are expected to increase t o 55 
billion dollars annually in the next decade, th at the c apit al requirements 
for t he atomic programs w i ll be even greater, and t h at the only alterna-
tiye is "to l eave t h e job to Government." 
The plan for installment purchasing of stock, initiated by 
the New York Stock Exch ange in 1954, promises to h ave considerable in-
fluence in bringing t h e small inve star to play an important role in the 
building up of funds for capital investment by Industry. As recently re-
ported, there a .re some 28,800 customers at present, with 100 new one s 
being added daily. * And along these lines, R. J. Goerke Co., Eliza-
beth, N. J. , is teaching its employees t h e operations of the Big Board. * 
In considering corporate ownership (See Chart No. 8), it is 
felt th at analyses of s h are holdings would be especially valuable in deal-
ing with various groups, and especially organized labor, to dispel the 
general belief th at the cou n t ry's business enterprises are owned by the 
wealthy, who receive t h e benefit s of corporate success. ** As depicte d 
in Chart No. 8, the majority of th e shareowning families, 78.5 p er cent , 
h ave incomes of under $10, 000. , and over h alf of this particular group 
are in t h e $4, 000-to $5, 000-income bracket. 
*59 , P. 36 
**107, P. 36 
144 
CHART NO. 8: SHAREOVlNE~ 
WHO OWNS CORPORATE INDUSTRY, 
BY SEX Total Pop. Shareowners 
155.5-loo% 6.5-loo% 
Per cent distribution 
population in millions 
TOTAL 
ADULT POPULATION 
99.3-100}6 
~I omen 
Men 
BY FAMILY INCOME 
oNE our 
OF 16 ADULTS 
Total No. Shareowning 
Families Families 
50.o-loo% 4.8-100}6 
$10,000 & over ...,--""""""'..., 
$5,000 to 
$10,000 
$4,000 to 
$5,000 
$3,000 to 
$4,000 
$2,000 to 
$3,000 
Less than 
$2,000 
Out of an adult popu-
lation of about 100 
illion, there are 6.4 
"llion, one out of 16, 
ho own stock in public~ 
owned corporations. Some 
3 million persons hold 
stock in privately held 
corporations. More men 
than women hold an equi~ 
in public corporations, 
and more than half the 1 
shareowners are 50 years 
of age or more. Share-
ovming is greater for th 
population in the far 
west and north central 
states than elsewhere. 
#From the National Industrial Conference Boar1 
Industry" No. 867, August 8, 1952. 
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NEW CORPORATE OWNERSHIP 
Arth ur D. Little, Inc.* A rather unique form of ownersh ip 
exists in this Cambridge, Massach usetts research firm. 
At the end of 1953 , all full-time employees of the company 
became members of the Memorial Drive Trust. This employee -retire-
ment trust is supported by annual irrevocable contributions of one - h alf 
of the parent company's profits, in accordance with a formula set up in 
t h e Trust Agreement . Howe.ver, th e total cont ribution is limited by 
the B u reau of Internal Revenue to 15 per cent of the total compensati on 
paid to all permanent, full-time employees during the year. The Trust 
h olds and invests t he funds for th e benefit of the employees wh o make 
t h eir careers in Ar t h ur D. Little, Inc. 
In substance, majority control of the company rests with 
t h e Trust. In 1953, it offered to buy t h e common stock of all stock-
h olders, and the common stock previously held in trust for t he benefit 
of Massach use t ts Insti tute of Technology (under the provisions of the 
will of Dr. Arthur D. Little, the founder of the company). 
T h e provi sions of the Trust>~*are summarized below: 
1. Each member (full-time employee) h as an account 
in t h e T r u st. 
2. To each member's. account, at the end of the year, 
is c r edite d h is s h are of t h e year's contr ibuti on, 
in proportion to hi s compensation (excluding any 
bonus but including overtime) for the year. 
3. Also credited to th e member's account is a s h are 
of t h e T rust's earnings for t h e year, as well as a 
share of the funds forfeited by members who leave 
t he Company. These credits are in p roportion to 
th e size of the member's accou nt at the beginning of 
t h e yea r . 
4 . No distribution of th e member's account will be 
made to h im before t h e completion of six full years 
of membersh ip for any reason except h is death . 
5. Strict r egulations govern the d istribution, in full 
or in p art, of the funds credited to a member's ac-
count, depending upon length of servic e, and volun-
tary or involuntary severance from t h e Company. 
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6. The Trustees, u p on t h e retirement of a member, 
may at their discretion pay the member's a ccount 
in full, or in installments, whichever seems in t he 
membe r's best interests at the time. 
Actually, the Memorial Drive Trust supplements th e Com-
pany's Pension Plan, but each unit (the Trust and the Pension Plan) h as 
its own regulations. It serves as a death benefit, a ·s well, in the event 
of a member's demise at a n y time. 
There is but one instance under which the Trustees are ern-
p owered to loan money to members, namely, for the educ ati on of a 
member's children beyond secondary sch ool. Such a loan, at 4 per 
cent interestt is purely at th e discretion of the Trustees, and subje c t 
t o any rules they may impose. 
According to the President of Arthur D. Little, Inc., Earl 
P. St-evenson, this employee-retirement trust is particularly a pprop ri-
ate for t h eir firm. He states, "Arth ur D. Little, Inc . is. a personal-
servic e organization, and since our success depends in part upon the 
c reativity of our staff, it is fitting that t h e staff should have a stake in 
the company's corporate suc cess. We have p rovided such a stake by 
establishing an employee's p rofit s h aring trust of which all employees 
are members. 11 * 
*31 
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American Cast Iron Pipe Company. A plan for industrial 
co - operation, under which the American Cast Iron Pipe Company, of 
Birmingham, Alabama, operates, was drawn up in 1922 by John Joseph 
Eagan, in the c odicil to his will. Basing the John J. Eagan Trust on 
the Golden Rule, he outline d 11 t h e principles and obje c tives he believed 
essential to a happy and constructive experience for those who serve 
t h rough the medium of organized industry. 11 * 
Under the terms of the Trust the employees of American 
Cast Iron Pipe Company be c ame the owners, and all of Mr. Eagan's 
h oldings of Common stock ( 1, 085 s h ares) of the American Cast Iron 
Pipe Company were bequeathed to the members of the Board of Manage-
ment and the members of the Board of Operatives of said Comp any, 
jointly, and their s ucce ssors in office in said boards, as trustees, to 
administer the provisions of the Trust. 
ties: 
*40a, P. 1 0 
The trustees were charged with the following responsibili-
1. To use the divid ends to supple ment the salaries and 
wages d:. the employees to insure a living wage. 
2. To use such dividends to pay an inc ome to any em-
ployee, or the wife and minor children of any em-
ployee; during any plant s h ut down, or to pay income 
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to any employee who, because of accident, sickness, 
or other unavoidable cause, is unable to work. 
3. To vote the certificates of stock at the Stockholders' 
Meetings. 
Mr. Eagan further explained it was his purpose, will and de-
sire to create a trust estate both for the benefit of the person actually in 
the employ of said American Cast Iron Pipe Company, and for such per-
sons as may require the products of said Company. 
In drawing up the terms of the Trust, Mr. Eagan was also 
concerned with, and planned for, the perpetuation of American Cast Iron 
Pipe Company, the protection of the investment from becoming despoiled, 
and the application of Christian principles to relati ons between the Com-
pany as producer and the public as consumer. 
Sanborn Corripany. Located in Cambridge, Massac husetts, 
Sanborn Company (See Appendix A) operates under still another typ e of 
employee -ownership plan, with the Common voting stock of the Corpora-
tion owned solely by employees and officers. (See Table X). The non-
vot ing Preferred is the only stock held by outsiders. 
This Company was founded in 1917 by a Tufts College profes-
sor, Frank B~ Sanborn, then in h is early 50's. At that time, the profit-
s h aring concept was being revived in this country (see P age 15 7. ), 
15 0 
TABLE X: SAl~BORN COMPANY 
ANALYSIS OF OWNERSHIP OF CQII1MON STOCK 
AS OF DECEMBER 31, 1954 
Common stock issued and outstanding •••••••• 42,120 
Holdings of 10 largest stockholders • • ~ • • • • 24,333 
Holdings of next 45 stockholders, owning 
not less than 100 shares each • • • • 
Holdings of remaining 245 stockholders • • . . 
• • 
• • 
Average number of shares owned • • • • • • • • • 
Value of average number of shares 
12,276 
5,511 
140.4 
owned • • • • • • • • • 
$ 
•••••••• 3,650.40 
Percentage of ownership (one div. of 
N.E. students) •••••• . . . . . . . . 62% 
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and Dr. Sanborn adopted it as his way of doing business. Then, when 
the Company was incorporated in 1923, he made t he Common voting 
stock available to the employees as part of the profit-sharing distribu-
tions, and participation in the ownership of the Company has, since 
then, been encouraged over the years. 
Actually, the employee -stockholders elect, at t h e Annual 
Stockholders 1 Meeting, the Board of Directors, the Treasurer, the 
Corporation's Clerk, and a Committee to Select an Auditor. At the An-
nual or Special Stockholders' Meetings, they vote on changes in the Ar-
ticles of Organization and th e By-Laws, and on any other matters re-
qui ring that action be taken by the stockholders . . 
Profit-sh aring distributions (See Chart No. 9), ranging from 
zero in lean years to 25o/o of each employee's wages or salaries 1n pros-
perous years, h ave been made, part in stock and part in cash. In t h e 
early days of this new Company, the preponderant portion was stock. 
Thus, there has been an amassing of sizeable h oldings by farsigh ted em-
ployees who found in this p lan the means for building up their estates or 
re ti rement funds. 
In this connection, early in the h istory of the Company, Dr. 
Sanborn established the Sanborn Associates, an advisory group composed 
of the ten largest stockh olders. Twice a year, in June and December, 
this body meets to review and dis cuss the Company's operations for the 
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Note: Three 
dividends were 
paid in 1950, 
ani one in 1951. 
$ 260,000 
250,000 
240,000 
. 
230,000 
220,000 
21o·,ooo 
200,000 
190,000 
180,000 
170,000 
160,000 
150,000 
140,000 
130,000 
120,000 
no,ooo 
100,000 
go,ooo 
00,000 
70,000 
60,000 
50,000 
40 ,ooo 
30,000 
20,000 
10,000 
----1 
c T NO. 9: SANBORN COMPANY'S PROFIT SHARING 
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past six-month period, to examine the latest financial statements, and 
to consider and act upon Management's recommendations for Common 
dividends and profit sharing. The Associates 1 and Management's re c -
ommendati ons are then referred to the Directors who make the final de-
cis ion. 
Profit shari ng distributions of cash and stock h ave continued 
to t h e present day, but the weights have been shifted, and now, with the 
ever -increasing scarcity of stock, profit sharing distributions are most-
ly in cash. Earlier, employees were given stock, or stock and cash ar-
bitrarily. Today an employee has the privilege of requesting his profit 
s h aring to be paid all in cash, or in cash and stock. Also, whereas a 
few years ago, the profit-sharing distribution was half in cash and half 
in stock, the cash portion has gradually increased until today it ranges 
from 7 5% to 80o/o. 
Under such a plan, some of the Sanbo-rn employees with a 
long period of service have been able to accumulate rather substantial 
h oldings of Common stock, dividends on w h ich average 6% or more. It 
is also interesting to not e that those employees who purchased stock in 
t h e early days at a book value of $12 now hold eigh t shares for each 
share originally purch ased, thus giving the_m a book value of $208.00, 
based on the book value of $26. 00 a share, as of December 31, 1954. 
There is, however, today, one restriction in the distribution 
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of Common s t o c k for profit s h ar ing , namely , only those who have been 
i n the Compa n y's employ for one year will be eli gible to rece i ve Com-
mon s t o ck as part of their p rofi t s h aring . 
Other features of t h e plan are: 
1. O pportuni tes t o sell Common s t ock. As per i odic al-
ly author i zed by the Board of Directors , San born 
Comp any will purchase from those employees de-
siring to sell Common stock the spe cif i ed number 
of s h ares n eeded for profit s h aring. If fewer 
shares are offered for sale than Sanborn Compan y 
requires for p rofit sharing, all shares offered are 
purchased. If more s h ares are offered for sale 
than t h e Company requires, then an equitable p lan 
is followed, under which purchases are made on a 
pro-rata basis. The figure at wh ich the Company 
p u rchases the se s h ares is vot ed by the Directors. 
At other times during the year , the employees main -
tain their own market for t h e sale and purchase of 
Common stoc k by resorting to the Sanborn Stock 
Exch ange, a devi ce for the listing of the s h ares 
they wish t o buy or dispose of. 
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2. Common s tock as collateral. Certain local banks 
have loaned money to h olders of Sanborn Company 
stock on a time -payment p lan, w i t h Sanborn Com -
mon s t ock as c ollateral. 
3. Employees leaving Sanborn Company. An employ-
ee leaving Sanborn Company is reminded that San-
born Company stock may be owned by employees 
and officers only, and that he should be c ome famil-
i ar with the restrictions covering Common s t ock. 
If an employee is a Com mon stockholder, he must 
eithe r sell his stock to an employee (or officer) of 
the Corporation or promptly surrender hi s stock 
for Sanborn Company 6o/o Cumulative Preferred 
stock w ithin 30 days after hi s departure. No div-
idends c an be paid on, nor can he vote Common 
stock wh ich he retains after that period. When 
the stoc k is finally sent to us for exchange for 
Preferred, the exchange value of the Common stock 
that was effective on the date when it should have 
been presented for exc hange, will be t h e rate used 
in making the exchange. 
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Employees leaving for the Armed Forces are permitted 
to hold their Common stock dur ing their military leave 
of absence, and continue to re c eive whatever dividends 
are declared on Common stock, or may tran sfer their 
Common stock to Preferred stock , if so desired. 
General Ele c tric Company. The impact of the more famil-
iar stock purchase plan is highlighted in General Electric's Employee 
Savings and Stock Bonus Plan. 
Established in 1948, an employee may buy U. S. Bonds 
t h rough pay roll deductions. If these Bonds are held for the s p e cified 
f i ve -year period, the Company gives the employee General Electric 
stock, equivalent to 15% of the purchase price of the Bonds. 87,00 0 
employees are presently a c tively partic ipating in the plan, 2 0 , 000 be-
came shareholders in 1954, and by the end of 19 55, 40,000 employees 
will have become new owners. * 
IMPACT OF THE PROFIT -SHARING MOVEMENT 
Since the late 40's, the profit sharing movement has gained 
considerable momentum in this c ountry, due in large measure to the 
founders of the Counc il of Profit Sharing Industries, whose main office 
is now in Chicago, and who saw in this concept a solution to the industrial 
>'1'1 0 0, P. 151 and 17 6, P. 3 
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strife that was rampant in 194 7 . 
In 1887, when Procter & Gamble set u p its plan, there were 
but 22 profit-sharing f i rms in this country. Sixty firms h ad adopted the 
practice by 1917. * Today the exact number is not known, but, ac~ord-
ing to the Cou ncil of Profit Sharing Industries, these are estimated t o 
number between 15,000 and 16,000. 
It was also reported, late 1n 1954, that some 8, 000 corp or-
ate profit-sharing plans were th en on file with the Internal Revenue Bu-
reau, comp ared with 6, 000 the previous year, and 549 a decade ago. >:< 
Just how many employees participate i n p rofit sharing plans 
is not known, but it is sizeable if we consider that some 535,000 alone 
are represented in the approximately 350 business enterprises which 
constitute the regular membership of the Council of Profit Sharing In-
dustr ie s. 
The profit-sharing movement is again t aking hold outside the 
United States, in Canada, Australia, Denmark and England. In West 
Germany, the trade unions have been demanding 11 social justice". 
This new policy "calls for employers by increasing wages to s h are their 
profits with the workers wh o have helped rebuild West Germany since 
1945. t1 ** 
*136, P. 1 
*>:• 63, P. 12 
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A sense of p artnership between management and employees 
is create d in p rofit-sh ar ing firms, and when unselfishly installed f or 
the benefit of all employees in the organization, it has potentialities 
the s c ope of which is immeasurable. The creativity of employees is 
released, both for their own good and the good of the employer. Great-
er efficiency, lower costs, higher productivity, higher morale, and a 
sense of more personal participation are the usual results. 
Hartnett Company, of Ayer, Massachuse tt s, a divis ion of 
Colonial Tanning Company, is an example, worthy of ment ion, of man-
agement-employee partnership. The tanning industry is, of course, 
noted for its employment fluctuat i ons. Under profit s h aring, Hartnett 
has extended its work record to 468 continuous weeks of steady employ-
ment without loss of a single day's production. Annual employee earn-
ings are also recognized as among the highest in the n ation's t anning in -
dustry. * 
conceded. 
That productivity rises under profit sharing is generally 
Although Sanborn Company, in Cambridge, Massachusetts 
(See Appendix A), h as been a profit-sharing firm since 191 7 , its prod:.. 
uctivity per employee still continues to rise, as shown in Chart No. 10. 
*155, P. 7 
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C H APT E R IX 
CONCLUSIONS 
T h e first line of defense in the United States t oday against 
the encroachmen ts on individual liberties, t h e steady onslaugh t of 
Socialism, and the insidious undermining of American principles of Com-
munism is Management -businessmen - industrial leaders. 
Because of t h ese fears, members of enlightened manage-
ment are already a cc e pting social responsibiliti es - are becoming 
responsible members of their external communities. 
Unquestionably, Industry s social impulse was quickened by 
the Great Depression and the twenty-year Democratic regi me with its 
concomitant social legislation. The mounting strength and militancy of 
the unions have made t h eir influence felt, and wars and th r e ats of war 
h ave h ad t h eir effects. But Soviet aggression and t h e Communist 
threat to the American way of life are th e most potent forces underly-
ing the whole concept of corporate citizenship today. 
To counteract t h is threat, members of management are 
analyzing their functions and responsibilities. And, in the words of 
Dean Donald K~ Davis, of the Harvard Business Sch ool, "An impor-
tant characteristic of the business leader i s the ins t inctive accept-
ance of responsibility - the responsibility not only toward h is business, 
but toward h is community - his nation - and, even the world. 11 
However, before external community activities can be 
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assumed, the successful operation of th eir business enterprises 
s h ould, of course, be their paramount consideration. In fact, success-
ful operations are highly essential if contributions of time, money, and 
leadersh i p are to be made to soc iety. 
Briefly, management has the prime respons ibilities of pro-
clueing goods, establishing markets, creating jobs; of perpetuating 
their bus iness enterp rises; and in so doing keeping inviolate the 
American economy which has been entrusted to their stewardship to 
preserve and enrich. 
Under t h eir control are huge resources of raw materials, 
elaborate equipment, capital investmen ts, dynamic organizations -
an industrial wealth such as the world has never known. Their skill 
i n control, leadersh ip and managing affects t h e lives, destinies and 
welfare of not only millions of employees, but millions of others, con-
sume rs and stockholders alike. In short, the i r collective responsi-
bilities, in t h e exercise of controls and leadership, extend to all t h e 
people of the United States, and rea c h out to the entire world. 
In the past three or four decades, t h ere has been an up-
surging among all peoples for equality of personal and national status. 
Not only does this bespeak a world-wide revolution politically, but its 
social overtones are marked, and are exten sive. Management is in a 
strategic position to go far in taking a stand on the issues that will in 
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the end promote the betterment of all peoples everywhere. 
The very growth of our population also points up the pres-
ent and future need for thoughtful consideration by our business 
leaders of t h e part they should play in their country 1 s physical, civic, 
educational, moral and spiritual development. 
To these ends, th e businessman1 s social responsibilities 
are mounting. The ac c eptance of these responsibilities, with w h ich h e 
h as been charged by society, is on the increase - and to the point 
wh ere sooner or later the businessman may well be the key citizen in 
h is community. Therein lies a caution -lest Industry become pater-
nalistic, or even dictat orial in assuming the role of corporate citizen-
shi p, and thus endanger h uman rights and individual liberties. This is 
particularly true in t h e case of a large corporation, . whose taxes and 
financial and oth er contributions would have a forceful impact u p on t h e 
livelih ood and social betterment of the community, and could, con-
ceivably, frustrate individual initiative. and responsibility. 
Throughout, whether concerned with employees or the ex-
ternal community, enlightened self interest or the Lincoln Electric 1 s 
philosoph y of 11 intelligent selfishness11 is one of the basic reasons and 
motivating forces for the acceptance of social responsibilities. 
In applying th is principle to t h e business enterprise itself, 
a maximal emphasis is daily being placed on the expansion of the 
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Industrial Relations program - on improving working conditions and 
tools and equipment. In fa c t, the greatest advance in management's 
acceptance of soci al responsibilities is apparent in the area of 
Industrial Relations. 
Training programs h ave provoked enthusiasm and interest 
in the p roducts produced, the application of those products to the cus-
tamers' requirements, and th e part those products play in the American 
economy. The end result h as not only been greater productivity and 
h igher efficiency, but the creation of teamwork, cooperation and mutual 
respect between management and labor. 
Then, t oo; security is important - even though indefinite 
at best. One of the greatest s.ervices management can render to 
society is job se c urity, · the strengthen ing of jobs, creating job o pportu-
nities. The mech anization of production o pe rations - tech nology and 
th e more recent automation; invention of new devices l innovation of 
products or the uses. to which p roducts can be putj stabilization of em-
ployment; p lanning for steady production - all these meth ods will go 
far in promoting job security, relieving want and unemployment - all 
strong deterrents to communistic arguments. 
And, one of the greatest challenges to businessmen today 
lies in the field of education. The country's future leaders are now in 
the sch oolrooms. Thus, the broader thei r grounding in the fundamental 
16 4 
requirements of American citizenship, in the American economy and 
the out reaches of t he Free Enterprise system, the more judiciously 
and effectively will th ey serve in the fu ture. Industry can strength en 
these future leaders by interesting itself i n our educational systems at 
all levels, by its service, financial contributions, and participation in 
and cooperation with educatlonal programs. In fact, next to its 
Industrial Relations p ro grainS, i t is evident that the field of education 
is receiving strong management support, not only financially, but in 
time and leadership as well. 
As for t h e businessmen's own plants, the training of t heir 
employees, both in the precepts of t h e American way of life and in the 
operations of busine ss e n terp rises, is of great imp ortance. And in 
develop ing and training those w h o will manage tomorrow, an area in 
w h ich rapid strides are be ing made, effort s h ould be expended in en-
couraging key personnel t o participate in their local civic and communi-
ty programs. 
Finally, social responsibilities have be c ome an acce pted 
part of the mode rn industrial code , and management is now be ing, and 
will continue to be, judged by its demonstrable contribution to the 
general bett erment of society. However, enlightened management is 
already alert to its res ponsibilities, feeling t h at b y these means 
Capitalism can be made invincible. 
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Thus an idea - that management has social responsibilities; 
that corporate citizenship is embodied in our industrial code - grows 
and expands. Human Relations programs providing benefits for em-
ployees and their families; increased attention, financial and otherwise, 
directed toward the needs of education; participation in community and 
welfare activities -in all these areas, progress is definite and assured. 
Millions are presently enjoying these many advartages. And future 
generations will witness and feel the full impact of the ever-continuing 
efforts of enlightened businessmen to protect our .American way of life 
and further the betterment of peoples everywhere. 
Man's mind once stretched to a new idea never 
returns to its former dimensions.# 
# Oliver Wendell Holmes 
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X. APPENDICES 
.APPENDIX A 
SANBORN CO!flPAN-y 
A Thumbnail Sketch of Its Commur1ity Activities 
(In-plant and External) 
Sanborn Company, located at 195 Nassachusetts Avenue, in 
Cambridge, l~ssachusetts , designs and manufactures measurement and record-
ing instruments of precision. It maintains both a Medical Division, for 
the world-wide distribution of its medic~l diagnostic and bio-physi cal 
research equipment, and an Industrial Division, for the world-wide distri-
bution of multi-channel recorders and' amplifiers. It enjoys an enviable 
record in the electronic instrument field. 
PERSONNEL PROGRAN 
ORGANIZATION OF PERSONNEL FUNCTION. (See Page 169) 
NON-UNION . The Company has never had a union, nor has it ex-
perienced any labor strife during its life span of nearly thirty-eight 
years. 
TOTAL 11fl~ER OF E¥~LOYEES , as of December 31, 1954, including 
one division of Northeastern University co-operative students (See Page 
190): 484 (11iale 314; Female 170). 
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CHART NO. 11 
SANBORN COMPANY 
ORGANIZATION OF PERSONNEL FUNCTION 
Staff-Line : December 31, 1954 
1----
PRESIDENT 
~ames L. Jenks , Jr. 
I 
VICE-PRES. 
IN CHARGE OF 
PERSONNEL 
LABOR 
RELATIONS 
COUNSEL 
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John W. Kel ler, M. D. Matthew J . Murtha,Jr . Lawrence M. Kearns 
CQ~IPANY 
NURSE 
J?ERSONNEL 
MANAGER 
Marjory A. Moore 
I 
: 
I 
EMPLOYMENT 
MANAGER 
Marjory A. Moore 
SAJi,ETY 
~NGINEER 
Mary E. Desmond, R.N. Milton W. Bradley 
NOTE: Company Physician serves on a part-time basis, rece1v1ng 
a monthly stipend, which is ad justed to cover professional 
services over and above established minimum requirements. 
Labor Relations Counsel serves on a consul ting basis , and 
is paid a retainer fee. 
i'JORK vJEEK 
(No. on hourly basis ••• 120 
Non-exempt ( 
(No. on salary ••••••••• 294 
Exempt •••••••••••••••••••••• • ._]Q 
Total 
= 
...... ~ ............... -~ 
........................................... 
1954 EMPLOYEE PRODUCTIVITY (See Chart No. 10, 
· 40 hours 
Page 160) •••••••••••••••• $13,952.00 
1954 CAPITAL INVESTNENT PER El:1IPLOYEE • • • • .. • • • • • • • • • • 35,862.00 
1954 AVERAGE HOURLY RATE ••••••••••••••••••••••••••• ~ 1.85 
SALARY ARRANGEIVIENT. All full-time employees ( 1-rhether factory or 
office workers ) , who have been .with the Company a year, are automatically 
placed on a salary basis. This policy has been in effect since early 1952, 
and has been operating most satisfactorily. 
El~lPLOYEE PAY INCREASE Sll~CE KOREA. (See Chart No. 12, Page 172) 
JOB EVALUATION. Pay rates are based on job classifications and 
rate ranges as established by our Job Evaluation Committee under annual 
surveys. Recently, a revision of the non-exempt classifications was com-
pleted - a total of 118 categories in all. 
no 
BI-ANNUAL REVTh'\lf OF PAY RATES. The pay rates for the .entire 
Sanborn personnel are reviewed twice a year, for merit increases, by either 
the \·fages and Hours Committee, or the Nanagement Committee. 
FRINGE BENEFITS. For an analysis of Sanborn Company's supple-
ments to basic pay, see Table IV, Page 64. 
JOB OPPORTUNITIES. It is a policy of long standing that 
wherever possible, promotions will be made from within the ranks. Since 
Y~rch, i954, job descriptions have been posted on the Bulletin Boards of 
~~y opening within the Company. As a result of this procedure, through 
the end of 1954, some nineteen employees were transferred to other positions 
of their choice, many of which transfers carried substantial increases. 
Unquestionably, this method of alerting employees to the available oppor-
tunities 'tTi thin the Company, has been notably successful and has been of 
considerable encouragement to those seeking advancement beyond their pres-
ent positions. 
SEVERANCE PAY. Severance pay is based on 40 hours a week, at 
the rate in force at the time, or one week's salary (in the case of a 
salaried employee), and applies as follows: 
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CHART NO. 12 
SANBORN COMPANY 
EMPLOYEE PAY INCREASE SINCE KOREA 
As of December 31, 1954 
172" 
----------~- ~ ~~ .. ~.- -------------~ 4Q% 
EMPLOYEE PAY 
35- 1/1Q% Increase Si~ 
----~~--~-~-~~=····~·· =·---~. ~ ..~-~--=~-=-~- ~-=-=-~~~--~---------------1 25% 
_I 
L--, __ 1 
r 
~-,, 
-----------------=~~~~--------~--~=-----~---------------1 1Q% 
. KOREA 
COS'!' OF LIVING 
12-4/1o% Increase Since Korea 
-. r -----+--~-~------------------------------~----------------------1 5% J 
J~~ 195Q~~~~~rT.-~~ro11-.~rrTI-rllllrT,-rTIIIrlllrTI,-TTIITTIITTIITIIIIT--~ 1 
' 
For continuous service: Severance :eaJ:: 
Over 6 months and less than 5 years 1 week 
5 years or more, but less than 10 years 2 weeks 
10 years or more, but less than 15 years 3 weeks 
15 years or more, but less than 20 years 4 weeks 
20 years or more, but less than 25 years 5 weeks 
25 years or more, but less than 30 years 6 weeks 
HOLIDAYS . Sanborn Company observes the following holidays: 
New Year's Day 
Washington's Birthday 
Patriot's Day 
f.1emorial Day 
Independence Day 
Labor Day 
Veterans' Day 
Thanksgiving Day 
Christmas Day 
VACATIONS. Every full-time employee, who has been continuously 
employed for one month or-more on the controlling date (July 23) of any 
year, is entitled to a vacation in that year with pay based on forty hours 
a week straight time, at the base rate in force at the time of the vacation, 
or, in the case of a salaried employee, with normal salary. 
Pay for vacation time is: 
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For continuous service for 
1 month, but less than 5 months 
5 months, but less than one year 
1 year, but less than 15 years 
r1Iore than 15 years, but less than 25 years 
25 years or more 
Vacation pay 
One day for each 
month of service 
1 week 
2 weeks 
3 weeks 
4 weeks 
Every regular employee, who has been with the Company for a 
period of twelve months, must take at least one week's rest away from busi-
ness during that and every succeeding year. 
SECURITY PROGRAM. 
Group Insurance (life, health and accident) - 5o% of premiums 
paid by Sanborn Company. 
Blue Cross - 5o% paid by Sanborn Company. 
Profit Sharing averages lQ1b of employees ' base pay. 
Incentive Bonus. In addition to the general profit-sharing 
plan, ~pecial incentive bonuses have been given annually, 
since 1946, to those eligible employees (exclusive of the 
Chairman of the Board, the President, the Executive Vice-
President, and the Vice-President in charge of Sales), who 
have contributed conspicuously to the success of the busi-
ness, or who have performed some act beyond the call of duty. 
Stock-ownership privilege . From the date of its incorpora-
tion in 1923 until now, the Common voting stock of the 
Corporation has been made available to the employees, and is 
entirely held by employees. (See Pages 150-157) 
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Pensions. For many years, considerable attention has been 
given to the subject of pensions, with several plans having 
been studied by the Pension Committee. However, on the books 
of the Corpor ation is a discretionary fund, set up in 1948, 
to be available for employee emergencies. }~so, an Inactive 
Payroll Plan, outlined on Page 176, will be established in 
the near future for qualifying employees. 
Retirement policy. There is no formal retirement policy at 
the moment, but 0anborn Company's President, ~~. James L. 
Jenks, Jr., does not favor forced retirement, say at 60 for 
women and 65 for men. To the contrary, he strongly feels 
that an older employee's experience, mature judgment, loyalty 
and devotion to the Company are factors of considerable im-
portance, and are, accordingly, to be weighed with care by 
the 1-Ianagement group. 
If there has been no general decline in the employee's 
general efficiency, and his health permits, he will, un-
doubtedly, be allowed to continue in his regular post. If 
there is a question of health or a desire on the part of the 
employee for less responsibility, a position, probably with 
a reduction of hours, 1vill be provided that \vill more nearly 
suit the employee 's needs. The present t hinking is that 
each case will be handled individually, so that the best in-
17 5 
terests of each older employee will receive the considered 
attenti on they merit. 
Inactive Payroll Plan. As a step toward a pension program 
is the Inactive Payroll Plan, under consideration at t he 
moment. 
Under this plan, basically to be cons trued as an indefinite 
leave of absence and as such subject to annual review, it 
will be possible for an employee, who is: 
1. At least 65 years of age; 
2. With 25 or more years of continuous service with the 
Company; and 
3. On a full-time, part-time, or reduced-hours' bas is; 
to be automatically eligible to the placed on the Inactive 
Payroll, and thus continue to enjoy the privilege of many of 
the employee benefits then in effect. Such employees may, 
however, be retained on the active payroll, upon appr oval of 
the Executive Committee on a year-to-year basis. 
An employee with the required period of service to quality, 
but under 65 years, may request being placed on the Inactive 
Payroll, subject to the approval of the Executive Commit tee 
on a year-to-year basis. 
Under this plan, an employee, would receive monthly stay-at-
home pay of $43.75 for twenty-five years of service, and 
more for a longer period. No severance of employment applies, 
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and thus the employee is entitled to several of the benefits 
of full-time employment, including ownership of the Common 
voting stock of the Corporation. 
Diversificati on of product. Feeling that an industry is 
limited ·by the size of the market to which it caters, with 
consequent possible decline in job security for employees, 
the President, in 1943, emphasized the natural expansion of 
the Sanborn output, and in 1947 embarked upon an aggressive 
program af product diversification. 
HEALTH AND SAFETY. 
Services of Company Physician. 
Pre-employment physical examinations. 
Annual physical examinations for all Department Heads. 
Clinic with Registered Nurse in charge. Employees are en-
couraged to make full use of the Clinic, where helpful sug-
gestions and assistance are possible for both the employee 
and his family. Appointments are arranged with the Company 
Physician, and drugs and medical supplies can be purchased 
at a reduction through the Clinic. 
Electrocardiograms are taken on all employees who desire 
them, and are interpreted by a leading Boston cardiologist, 
without charge to the employees. 
Periodic Chest X-ray urogram. 
Safety is emphasized. Routine checks of the plant are made 
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by both the Safety Engineer and the Company Physician. 
All employees are encouraged to submit suggestions on 
safety measures, or to report any hazardous situation to 
the Safety Engineer. In fact, the low accident rate for 
an organization the size of Sanborn Company is largely 
attributable to the safety consciousness of the entire 
personnel body. 
CO~IDNICATIONS. Every opportunity is made available to keep the 
channels of communications open, between the ¥~gement group and 
the employees, by means of Employees' Meetings, Public Address 
Announcements, Bulletin Boards, and the like. These media are 
depicted on Chart No. 13, Page 179, and a few are briefly 
described below: 
1. Induction tours. All new employees are given a 
guided tour of the plant, with a brief explanation 
of the functions of the departments visited, ·point-
ing up the part an employee's unit plays in the 
overall activities of the Company. 
As the tour gets underway, in groups of from six to 
eight employees, they are taken to the President's 
Office. There the President is personally intro-
duced to each one, and devotes from fifteen to 
twenty minutes with the group, relating the history 
of the Company, reviewing the basic policies with 
them, emphasizing the importance of courtesy in 
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BULLETIN BOARDS 
(official notices) 
PUBLICATIONS & LETTERS TO EMPLOYEES' HOMES 
(several times a year) 
0 
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DIRECT CONTACT ~ 
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INDUCTION TOURS (personal u. ... .,'"'"'•IIW• I 
with new employees) 
EMPLOYEES' MEETINGS 
(several times a year) 
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when impractical to hold employees' meetings) 
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ted by employees 
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ted by President 
Media to further 
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their day-to-day contacts with fellow employees, custo-
mers and suppliers, and stressing honesty and b1tegrity 
in all their dealings. 
Throughout the tour, questions are encouraged. 
2. Enploye.es' Neetings. Several times a year the employees 
meet en masse to hear from the President and/or other 
members of Management on the results of the Company's 
operations; to witness demonstrations of the products, 
as well as its competitors' products; to be given in-
formation on orders, major conventions where the 
Company has exhibited; and the like. At the Annual 
Stockholders' Meeting, all employees are expected to be 
present, whether stockholders or not, where, in 
addition to hearing the President's Report on the year's 
activities and future plans, the Treasurer outlines in 
detail and by means of pie charts, the year's financial 
picture. 
3. Department Heads' and Foremen' s Meetings. Once a month, 
all Department Heads and Foremen meet to hear Management 
report on the results of operations, sales activities, 
and finances. At each meeting, one of the Department 
Heads discusses in detail the function and operation of 
his particular department. Personnel policies are out-
lined, and questions and discussion encouraged. 
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4. I ndustrial Relations Commit tee. The Industrial 
Relations Committee , composed of eleven employees (nine 
of whom are elected by their fellow employees· and t wo 
appointed by Management, all of whom have been with the 
Company at least one year), acts as a liaison group 
between the employees and Management. Monthl y m~etings 
of the Committee are held, at which time suggesti ons or 
constructive criticisms are discussed rel ating to 
Company plans, policies, equipment or methods. Each 
member represents a specified working unit, or groups of 
departments, and is expect ed to listen to and note com-
pl&.ints or suggestions which come to their attenti on, 
and bring these to the meetings for discussion, pro-
viding, of course, they fall withi n the scope of the 
Committee's function . 
A spokesman, to serve as a leader for group discussions 
and as the employee representative on insurance studies , 
and the like, is elected by his fellow members. 
Prior to each monthly meeting, an opportunity is ac~ 
corded the Committee to discuss their agenda, 1·1i t hout 
~~gement's Representative (who is t he Vice-President 
in charge of Personnel) being present. 
Foremen, supervisors, and Northeastern students 
majori ng in Industrial Relati ons are regularl y invited 
to the Committee's monthly meetings. 
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EDUCATIONAL OPPORTUNI'I'IES AND ~RAINING PROGRAM. Considerable 
emphasis has always been placed on employee development and training, and 
among the activities in this area are included: 
Courses. Sanborn employees are encouraged to take outside 
courses, applicable to their positions. Tuition is refunded 
by the Company for all approved courses of instruction. 
Sales-Service Training Program. Intensive training in Sales 
and Service operations is available to qualified employees, 
who wish to be considered for openings in the Company's 
many Branch Offices. 
Sales Conferences. Annually, the Branch Office ~Lanagers, 
from all over the country, return to Cambridge for a week-
long conference devoted to a preview of new equipment; dis-
cussions and forums on instruments already on the market; 
engineering .advice, assistance and guidance on service and 
repair problems; Branch Office-Home Office relations; and a 
review of office arid credit procedures. 
Demonstration of equipment. New equipment and competitive 
apparatus are demonstrated at the Employees' Meetings. In 
addition, in ~mrch 1955, in connection with a conference for 
some 85 Industrial Representatives, the industrial instru-
ments were placed on a series of tables, 'l'li th an engineer 
assigned to each piece of equipment to demonstrate and 
answer questions. On the day preceding this conference, all 
the employees iiere scheduled in small groups and were 
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allowed approximately one-half hour to view this exhibi t, 
whi ch also included a disassembled recorder. In the not-too-
distant f~ture, a similar display of medical instruments 
wil l be arranged for all employees to see. 
Employees' Meetings. (See Page 180) 
Induction tours. (See Page 178) 
Department Heads' and Foremen's Meetings. ~See Page 180) 
Business Conferences. Executives and key employees are en-
couraged to attend business meetings and conferences per-
tinent to their positions or departments. 
Development program. Sanborn Company's President, early in 
his presidency, favored the Committee System. Over the years, 
this method has steadily developed and strengthened until it 
is now deeply entrenched and highly effective. Engineering, 
Production and Sales Meetings are held weekly, and other com-
mittees deal with space problems, critical accessories, in-
ventories, special orders, office improvement, and the like. 
As a result, there has been excellent team work and co-
operati on among t he groups, and the key personnel are 
charged with the responsibility of making many decisions of 
a managerial nature. lihen controversy develops, the 
President is called in to make the decision. 
SUGGESTION SYSTEI'II. In April, 1942, the Sanborn Suggesti on 
System was installed. The plan has operated successfully ever since, and 
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during 1954, some 358 suggestions were received. Of this number, 92 were 
approved for awards. The minimum amount paid was '5.00, and the largest 
single award in 1954 amounted to $139.86. 
During 1954, one employee had four of his suggestions accepted, 
receiving a total of ~193.35 therefor. 
Late in 1953, the Company paid its largest award, $887.25, 
covering a suggestion that Oilite or Never-oil Bearings be used in the 
pressure roll set up for all single-channel recorders and multi-channel 
instruments. It was found that these bearings would save ~3.90 a unit, or 
an estimated $8,872.50 for one year. 
All employees are eligible to receive cash awards for their ac-
cepted suggestions, excluding: 
Officers and Department Heads; 
Foremen who suggest improvements applicable to their own 
departments; and 
Engineers and laboratory technicians for suggestions re-
garding research and design. 
All Foremen and Laboratory Technicians are eligible for cash 
awards for suggestions on improvements in other departments in the 
Company. They are excluded only when their suggestions have to do with 
their regular duties. 
Awards are determined as follows: 
1. Where an actual saving will be effected, an estimated 
10% of the first year's saving will be paid the employee 
when the suggestion is installed. 
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2. 1N.here no actual saving can be measured, or on ideas 
which have intangible savings, an award vri.ll be based 
on the value of the idea, the creative thought involved, 
and the importance of the change suggested. 
In the rules governing the Suggestion System, which are kept 
posted on the Sanborn Bulletin Boards, the areas in which ideas are sought 
are spelled out, and include safety, improved working conditions, improved 
housekeeping, employee benefits, improved production or design methods, 
improved customer relations, and the like. 
GUIDEPOSTS. Each employee; who desires it, receives an annual 
subscripti on to "Guideposts".# In 1955, this little magazine will be sent 
to the entire personnel body, with the exception of some 21. 
READING RACKS. Other timely literature is made available 
through this service. 
RECREATION. The Recreation Program includes: 
Recreation Room. This room is equipped ~~th ping-pong 
tables, shuffleboard, checkers, chess, and a piano. 
Movies. Several times a year, movies are shown during the 
lunch hour. 
All-day summer outing. 
Christmas Party. 
# See Page 128 
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EXl'EPJ'JAL COl>Jll'iUNITY RELATIONS 
ORGANIZA'l'ION OF PUBLIC RELATIONS FUNCTION. To the present time, 
there is, and has been, no formal organization of the public relations 
function. However, the President is the Compru1y 1 s contact in this area. 
Key employees are encouraged to participate in charitable, civic, educa-
tional and religious work. 
CONTRIBu"TIONS BUDGEr. Since January 30, 1948, a Contributions 
Budget for donations to organized charities has been established ru1nually 
by the Board of Directors, and is pres~,p.tly based on an amount not exceed-
ing 3/10 of ~ of Sales for the current calendar year. This budget was 
initiated by the President , who feels that under such an arrangement a 
portion of the total Company effort goes to meet human needs. 
In this connection, at the Annual Stockholders' Neeting on 
January 26, 1955, it was unanimously 
VOTED - that, in accordance with Section 120 of Chapter 155 
of the lVIassachusetts General Laws, the Board of Directors be 
and they hereby are fully authorized and empowered to make 
contributions from time to time to charitable, scienti fic or 
educational organizations and that such contributions in the 
aggregate in any one fiscal year may not exceed + of ~ of the 
Corporation's Capital and Surplus. 
See Table XI, Page 187, for an ru1alysis of Sanborn Company's 
contribution dollar, and the Cambridge organizations receiving donations. 
DRIVES. Employees are notified of impending Company-wide drives 
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TABLE XI 
SAJ:-1BOR.l"1" COIVJP.ANY'S CONTRIBtJTION DOLLAR# 
December 31, 1954 
. . . . . . . Charity •• 
Health . . . . . . . . . . . . 
Education . . . . 
Research. . . 
Religion . . . . . . . . . 
50¢ 
29¢ 
18¢ 
2¢ 
1¢ 
#Approximately 43.7~ of Sanborn Company's 
contribution dollar i s contributed to 
Cambridge organizations, including: 
American Cancer Society 
American Red Cross 
Cambridge Community Center+ 
Cambridge Community Fund 
Cambridge Foundation 
Cambridge Tuberculosis and nealth Association 
Community Relations Committee 
Massachusetts Institute of Technology 
Otis General Hospital · 
Pony League 
Salvation Army 
Y MCA 
Y M C A \forld Service Committee 
Y \'T C A 
+Including the $500 Frank B. Sanborn Scholarship 
for a qualifying applicant. 
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by the President either over the Public Address System or at an Employees' 
Meeting, or by the Vice-President in charge of Personnel via the Bulletin 
Boards. No pressure is exerted upon the employee to give, nor is any 
amount stressed. Rather he is given to understand that giving is a per -
sonal matter, and his gift will be treated confidentially. 
Arrangements are -gladly made for payroll deductions. Al so, what-
ever amount is raised by the employees is matched dollar-for-dollar by the 
Corpor ation. 
During the Cambridge Red Feather appeal, a colorful poster is 
strategically placed in the plant so that employees can watch the day-by-
day results of the drive. This is the only drive so publicized, however. 
Consideration has recently been given to a plan under which em-
ployees can select, early in the year, the drives of their choice, and 
designate their expected contributions. Such amounts would then be pro-
rated over the year, with weekly or monthly pa;yroll deductions arranged 
for. However, as a result of a poll taken, the majority of the employees 
voted down this plan. 
Of especial interest, are the following activities: 
1. American Red Cross. Sanborn Company's Recreation Room 
has been made available to the Cambridge Red Cross for 
six Bloodmobiles since 1953, five of which were in 1954. 
Some 20 nearby firms participated, including Sanborn 
Company, with a total of 690 pints being collected. 
In addition, Sanborn employees have been most genero'us 
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in answering the Red Cross blood a?peals. In t his con-
nection, the Company provides a substantial lunch for 
employee-donors. 
2. Cambridge Tuberculosis and Health Association. Another 
organization in which both the Company and employees have 
had an active part is the Cambridge Tuberculosis and 
Health Association. In addition to employee and corporate 
donations, typewriters have been loaned at the peak of 
Christmas Seal activities. The Company has also re-
leased several employees for clerical work during the 
working day, and several employees have given of their own 
time evenings and Saturdays. Several key employees have 
assisted in fund raising. Their last annual report was 
the work of Sanborn Company's Advertising Manager, 
James 1. Single, and the report itself was printed by the 
Sanborn Prinhng Department. 
In recent years, to curtail the expensive and time-
consuming practice of permitting the Mailing Department 
to sort and deliver Chri stmas cards Sanborn employees had 
been sending to each other, it was decided to donate the 
money they would have spent for such cards to the 
Cambridge Tuberculosis and Health Association. 
3. Morgan Memorial, Inc. In the early summer of 1954, funds 
were donated to purchase a pony, gig and harness for 
I 
Morgan Nemorial's Fresh Air Camp in South Athol, 
Massachusetts. 
4. Other contributions . For the past two years, employee 
funds have purhnased record players for the Children's 
Hospital, and have aided the B oston Post Santa with a 
contribution to purchase toys for needy children. 
CIVIC RESPONSIBILITIES. Considerable emphasis is placed on the 
I 
Company's -civic responsibil ities. Employees and their families are urged 
to vote (see Sanborn Company letter on voting, Page 191 ). Company 
representatives attend hearings ~t the State House, and letters are fre-
, 
quently sent to both State and National Representatives and Senators 
respectfully urging their voting pro or con specific legislation. 
I 
COOPERATION ·wrTH GOVERNl.,.lENT . b'very effort is expended by the 
Sanborn organization to assi st government agencies on service and research 
problems. 
NORTHEASTERN UNIVERSITY CO-OPERATIVE STUDENTS. Since 1918, 
Northeastern University students have been employed on a co-operative 
basis. At the present time, some1 25 are engaged during each of the 
University's ten-week periods. The Company's present Chief l'lechanical 
I 
Engineer came to the organization as a co-operative student, and for the . 
I 
five years from 1950 through 1954 some eleven students have become full-
time Sanborn employees. 
FRANK B. SANBORN SCHOLARSHIP. In 1953, a $500 scholarship was 
made available to Tufts College, and in 1954 a like amount was donated to 
the Cambridge Community Center for a qualifying young man there. 
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OF"FICE OF" THE 
PR E S ID ENT 
SANBORN I COMPANY 
~~"' ~'@; ~"-'~ 
CAMBRIDGE 39, MASSACHUSETTS 
JURKLA>'ID 7 -846 0 
October 26 1 1964 
Dear Sanbornite: 
YOUR VOTE IS IMPORTANT AND IS NEEDED. November 2, 1954, is Election Day -
an important day in the life of every American citizen. Accordingly, let 
us not be indifferent to the importance of one of our basic American priv-
ileges - the Constitutional right to elect to public office the candidates 
of our choice. 
Your civic responsibility and mine calls for a deep and searching consider-
ation of what voting day means to us. Sanbornites, particularly, will want 
to turn out to the polls 1001, for we have a definite stake in an American 
business. And those of us who are in Industry must express ourselves in 
political affairs. The private ownership of business continues to be ari 
issue throughout the world today. This fact has been stated many times, 
but, because of the threats from all sides, it bears constant repeating -
the concept of private ownership of [business must be protected, if our fine 
American principles are to prevail. 
As you think about Election Day, please keep in mind that Sanborn Company 
is always willing to make it conven~ent for you to vote. Should you wish to 
cast your vote during the first two !hours the polls are open in your commun-
ity, please make arrangements for the necessary time off by ~ontacting your 
Department Head or Foreman prior to Election Day. 
Also, I would l ike to suggest that ybu urge the voting members of your fam-
ily and your friends to join you at the polls. THEIR VOTES ARE IMPORTANT 
AND ARE NEEDED . 
With kindest personal regards to you and your family, 
Cordially yours, 
JLJ:MLM 
P.S. A booklet entitled, YOUR VOTE COUNTS, has been placed on our Reading 
Racks. If you have not seen this, I suggest you look it up, for it contains 
much interesting information. 
James L. Jenks, Jr. 
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COLLEGE OR UNIVERSITY STUDENT SURVEYS. It is Sanborn Company's 
wish to cooperate to the fullest extent possible in college or university 
student industrial surveys, such as organizational studies, complete plant 
coverage of departmental procedures, and the like. The Company policy 
follows: 
1. Every courtesy and attention will be given to the out-
line of the problem presented by the college or uni-
versity in question. 
2. An opportunity will be gladly given to the students to 
meet Management and specified Department Heads in a group, 
or singly, whenever it seems possible to assist the 
students in their research. However, individual students 
or groups are not permitted to conduct an intensive 
study of a department or the factory, unless in the 
presence of some member of Management. 
3. On the other hand, every opportunity will be extended to 
students to study a specific problem during the summer 
months. The Company will be willing to employ them at a 
nominal rate, and for a limited time, so that they may 
study the workings of a department, while usefully em-
ployed therein. Sanborn employees engaged in the depart-
ment being studied will be given complete information 
about the student and his college or university work. 
4. The President or some other member of Management will, 
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wherever possible, be glad to visit the college or 
university to speak to interested groups on the business 
procedures and policies of ~anborn Company. Informal 
talks are preferred, followed by a leisurely question-
and-answer period. 
OPEN HOUSE. In the f all of 1953, an Open House was held for the 
families and close friends of Sanborn employees. It is expected that this 
program ,.,ill be continued, and gradually expanded. 
OPERATI ON" CO-OPERATION. On February 17, 1955, Sanborn Company 
participated, along '1'7i th some thirty-two other concerns, in Cambridge 
School and Commerce Day. Twelve high school girls, accompanied by one of 
the teachers, visi~ed the Company, were personally welcomed by the Presi-
dent, who gave them a brief history of the Comp~~y and its policies. Then, 
the Vice-President in charge of Personnel discussed t he Company's person-
nel practices with the group, with the Employment ~~ger briefly describ-
ing the qualities she particularly sought after in an applicant. 
ments were served, followed by a tour of the plant. 
Refresh-
SPEAKERS. Some 25 or more employees have lectured, during 1954 , 
before college, science, social, and religious groups. 
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APPENDIX B: 
A.B. DICK COMPANY ' S NOTICE OF SAFETY CONTEST 
{}{!up B-OYS Ano GIRLS 
OF A. B. DICK EMPLOYEES 
YOU eRn BE A wtnnER Too ~ 
If you're six or fourteen 
Or anything in between, 
There's a contest just for you. 
Here's all you have to do.- -
WHAT TO DO-It's real eas -- Write us h u 
.,__o-=-~ feel aoout WHAT IT MEANS TO ME TO 
HAVE MY DAD OR MOTHER WORK SAFELY 
IN A SAFE COMPANY" • 
Add your NAME, your AGE, and 
NAME OF YOUR PARENT. 
SEND IT TO-Mail your entry to: 
The Safety Department 
A. B. Dick Company 
5700 W. Touhy Avenue 
Chicago 31, Illinois, 
or have your mother or dad bring 
in to us. 
RUSH IT THRU-Get a hustle on, Kids! The contest 
ends NOVEMBER 1. 
There are lots of prizes - 34 cash 
awards in all, ranging from $1 to 
$25. Prizes will be equally dis-
tributed to the two age - 6 
and 
If your grammar's rather scanty 
Or your writing's sorta slanty, 
If your spelling's not too hot, 
Just remember it's the thought %A 
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Our judges will consider; 't/t-.. 
So, come on, now, and be a WINNERI (."_~(' _) 
)' 
--:::::;; 
APPE.l'l-:DIX C : SUiiiMAH.Y OF STANDARDS OF THE NATIONAL 
I NJ!'OR1'·1A:1'ION BUREAU, INC. FOR GUIDANCE 
IN CORPORATE GIVING 
Since 1918, the National Information Bureau, Inc., a non-profit 
organizati on located at 205 East 42nd Street, New York City, has been, at 
the national level, advisil1g contributor-members on their giving, having 
established standards for the guidance of the public as a whole when 
making gifts to philanthropic organizations. D. Paul Reed, the Executive 
Director of National Information Bureau, Inc., urges that the follo~dne 
factors* be careful ly analyzed before making a contribution: 
1. Board. .An active and responsible governing body, 
serving without compensation, holding regular meetines, 
and with effective administrative control. 
2. Purpose. A legitimate purpose with no avoidable duplica-
tion of the work of other sound organizations. 
3. Program. Reasonable efficiency in program management, 
and reasonable adequacy of resources, both material and 
personnel. 
4. Cooperati on. Evidence of consultation and cooperation 
with established agencies in the same or related fields. 
5. Ethical promotion. Ethical methods of publicity, promo-
tion and solicitation of funds. 
* 18, pp. 172-174 
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6. Fund-raising practices: 
No payment of commissions for fund raising 
' No mailing of unordered tickets or merchandise with 
a request for money in return 
No general telephone solicitation of the public 
7. Audit. Armual audit, prepared by an independent 
certified public accountant or trust company, showing 
all income and disbursements in reasonable detail. New 
organizations should provide a certified public 
accountant's statement that a proper financial system 
has been installed. 
B. Budget. Detailed annual budget, translating program 
plans into financial terms. 
APPENDIX D: NORTON COI>1P.ANY' S TORNADO REHABILITATIOI'f PROGRAI-1 # 
Norton Company gave emergency medical treatment to the injured in 
its hospital. 
This Company opened its hospital to tornado victims in the neigh-
borhood. 
Its athletic quarters were thrown open to shelter the homeless. 
The morning following the tornado, Disaster Headquarters were set 
up for the employees (active and retired), and complete information about 
this center was publicized by radio and the newspapers. Emergency funds 
were provided; building materials were made available for emergency repairs; 
arrangements were made for the sto~ge of salvaged possessions; and. the like. 
There was no lost time for any employees. Those few who were 
made temporarily jobless were given full pay at day rates while out. 
All employees were paid for time out to repair their own homes. 
Vellumoid Company, a neighboring plant, was almost wiped out. 
Until the Vellumoid factory could be rebuilt, Norton provided them with 
48,000 sq. ft. of manufacturing space. 
Volunteer crews of employees with company trucks cleaned up and 
made homes livable. 
Donations of $25,000 each were given to the Central ~~ssachusetts 
Disaster Fund and the Assumption College. In addition, $5,000 went to 
St. Michael's Church, and $10,000 to Greendale People's Church. Both the 
College and the churches were severely damaged. 
# Compiled from releases received from Norton Company's Public Relations 
Department. 
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APPENDIX E: 
OZ.AN LUI>ffiER COMPANY'S SCHOOL FOREST PROGRAI~I* 
If experience really is the best teacher, all the boys and girls 
who have attended school in and around Nevada County, Arkansas, within the 
past 14 years, should have the highest conservation IQ and best apprecia-
tion for the forest resource of any group of pupils in the natio11. And 
it's a sure bet that the same can be said of every generation of school 
children who learn their three R's in this area from now until doomsday. 
For there, deep in the heart of south Arkansas' rich pine belt, 
every student in 18 schools around Prescott, Arkansas has had a hand in 
growing trees on a school forest - from planting tiny seedlings to plowing 
fire lanes to harvesting cash crops of trees. 
Take the case of Cale Consolidated School in Nevada County. 
There the students have seen the pines grow from small seedlings they 
helped to plant in their school forest in the spring of 1942 to towering 
trees, some of which they harvested for pulp wood in 1952. 
And the boys and girls are realizing a nice profit from their 
venture with nature in growing trees. Their 1952 harvest yielded money to 
help buy a planer machine for their school workshop. Another harvest ·in 
five to six years will put additional money into their school funds. And 
the forest will provide knowledge, training and benefits for students yet 
unborn. 
Few could see such a bright future for the school forest back in 
1942 when Mr. D. K. Bemis, vice president of Ozan Lumber Co., Prescott, 
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}.rkansas approached school officials about setting up a school forest at 
Cale. 
~~. Bemis made the proposition that his firm would deed five ~cres 
of land to the school, furnish pine seedlings and technical aid if the boys 
and girls would set out the tiny trees and take care of them. He said 
that any profits derived from the venture would go to the school to be used 
as the students saw fit. 
The site for the forest was a cultivated field without so much as 
a single tree growing on it. 
There was a holiday spirit in the air when the some 225 students 
were taken to the field that spring- each to plant his share of the little 
trees. r~y of the smaller children understood little of what they were 
doing, but it was fun and Mr. Doug Bemis was right there planting trees with 
them. The older students had captured some of the husky lumberman's en-
thusiasm and worked steadily to get the seedlings in the ground. 
Classes entered school and others graduated, but the devotion and 
interest of the school in its forest continued to expand as the trees put on 
size. The trees grew rapidly and soon the tallest boy in school was dwarfed 
by the lofty pines. 
Farmers in the area, who had viewed the planting in 1942 as 
another school "prank", came to see the forest and were convinced enough to 
go home and plant pines on their ·own land. ¥~of the students were ex-
panding their interest in forestry to securing seedlings to plant on open 
fields at home. 
Through the years the school forest came to be a workshop for vo-
zoo-
cational-agricultural classes at Cale, and these classes worked on the 
tract cutting out undesirable scrub trees and taking out diseased trees 
and growths. 
Veterans classes and evening adult education groups came to see 
the forest as a classroom in practical forestry and land management. 
Fire protection for the land came to be a community-wide effort. 
Rangers from the State Forestry Commission came over regularly to plow fire 
lanes and teach fire prevention and protection lessons. Students and their 
families and friends guarded the forest against fire with an avid devotion. 
In 1952, foresters from Ozan Lumber Co. and International Paper 
Co., Camden, Arkansas, determined that the school could well hold its first 
harvest on the timber. The foresters went through the timber with stu-
dents and estimated that in just 11 growing seasons the land had produced 
10 cords of pulpwood to the acre and that the first harvest on a selective 
basis - taking out only defective and over-crowded trees - would yield at 
least 10 cords from the tract. They found that the average tree growth on 
the land had been over six inches in diameter and 15 feet in height. They 
saw some of the trees had reached a diameter of 12 inches at the butt and 
30 feet in height. 
On the first day of the harvest, }~. Al Herrington, 
International Paper Company conservation forester for Arkansas, was on hand 
to meet the students and they went into the timber. He and l1r. Bemis 
showed them the ins and outs of marking timber for removal and equipped the 
student woods crews with paint guns for spotting the trees. 
Soon students were taking up axes and saws to begin bringing down 
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those trees marked for removal. Each student in the school was brought 
into the harvest activities. First graders were shown the techniques of 
marking and given a chance to try their hand at _ the axes and saws, while 
seniors displayed an almost professional touch in handling the tools. 
The students followed through on the complete operation and 
hauled the pulpwood billets to a roadside location vihere they 1-rere sold to 
the highest bidder. 
~tr . Bemis reports that the first cut brought about ~100 to the 
s chool and left the timber stand in a much better condition to grow more 
and better crops of timber. 
In Nevada County, v:here the pri ncipal income is from the forest, 
Cale School is the rule and not an exception, thanks to ~~. Bemis. 
Ozan Lumber Company has deeded land to the county's 11 schools 
and seven outside the county, and all have school forests in various stages 
of development. Three of them have already had one harvest for pulpwood; 
one was planted some 10 months ago. Plans are no1v being made to set up 
still another program in the near future. The tracts range i n size from 
5 to 20 acres, and all operate on the same basis as the Cale project, with 
the land being deeded to the school with no strings attached. 
It is interesting to note that two boys, who got their first 
forestry experience on school fores ts, have gone on to win national honors 
and a college scholarship each in 4-H Club forestry competition, sponsored 
by American Forest Products Indus tries, Inc., a public service organizati on 
of the nation's wood processing industries. 
The school forests are known to every man, woman and chil d in and 
2.02. 
around Nevada County and liir. Bemis has become "J.'Ilr. Doug", a wise and kind 
friend to every school child. They have meant fun, profits, knowledge and 
training in wise timberland management and a speaking acquaintanceship with 
the ways of nature for school students in this land where pine is king. # 
# Copy of news release from American Forest Products Industries, Inc. 
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APPENDIX F: 
GEN".&RAL ELEX:TRIC : SUGGESTED CO!IJI.J:UNITY ACTTVITIES 
IN ~lHICH BOTH LARGE Ai'ID SHALL EI>IPLOYERS CAN 
PARTICIPATE AT LITTLE OR NO COST 
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GENERAL. ELECTRIC 
COMPANY PLANT COMMUNITY RELATIONS 
SERVICES DEPARTMENT 
570 LEXINGTON AVENUE, NEW YORK 22, NEW YORK ••• TELEPHONE PLAZA 1-1311 
SUGGESTED COMMUNITY ACTIVITIES IN WHICH BOTH LARGE AND SMALL 
EMPLOYERS CAN PARTICIPATE AT LITTLE OR NO COST 
I. CIVIC PARTICIPATION 
A. Promote community improvements such as: 
1. Cultural and religious activities 
2. Boys and girls clubs and organizations, e. g., Junior Achievement 
3. Recreational facilities 
4 . Beautification - own place of business and town 
5. Elimination of smog, pollution, traffic hazards, etc. 
6. Conservation and preservation activities 
7. Specific civic services, such as libraries, museums, 
community centers, etc. 
B. Maintain active membership in leading local and trade- associations, 
manufacturing groups, service clubs, etc. 
C. Encourage all employees, both supervisory and non- supervisory, to 
accept their individual civic responsibility by serving on: 
D. 
E. 
1. PTA and other school committees 
2. Planning boards 
3. Political offices 
4. Hospital boards 
5 . Welfare groups 
6 . Housing, water, fire, police boards 
7. Town councils 
8. Taxation boards 
Establish and publicize a speakers' bureau made up of employees who can 
best represent your business. 
Cooperate in the promotion of educational programs to increase knowledg1 
on basic economics and how the free enterprise system operates, e . g., 
community adult economic education groups. 
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II . PLANT TOURS 
Open houses, plant tours, and visitations of small groups can be arranged 
for students, teachers, clergymen, barbers, civi c club groups, etc . Cost 
and inconvenience is controllable because the sponsor can set the hours and 
determine how far he is willing to go in the matter of special arrangements, 
food and refreshments, displays, souvenirs, etc . (See ERV-8, "Plant Dedi-
cations, Plant Tours, and Open House") 
III. JOINT INDUSTRY COOPERATION 
Employers within a community can band together in a common civic purpose 
by: 
A . Sharing costs necessary for a community need , e. g., a community 
center. 
B. Joint sponsorship of advertising or other educational techniques for 
creating a better understanding of economic and social problems. 
C. Combine facilities and people for community projects. 
l. "Get Out the Vote" campaigns 
2 . Community fund drives 
IV. LOAN OF COMPANY F AGILITIES AND EQUIPMENT 
A . Meeting rooms or auditoriums 
B . Recreational equipment and areas 
C. Trucks, tractors, and machinery in special emergencies 
D. Materials and devices for educational use or research, e . g . , letting trade 
school students work with obsolete machinery or equipment. 
V . COOPERATION WITH SCHOOLS 
A . School competition prizes or special recognition awards 
~-------------------------------------------------------------
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B. Scholarships 
C. Speaking before students groups on employment opportunities or voca-
tion al guidance to prepare them for their future place in business or the 
professions. 
VI. COOPERATION WITH PRESS..;.RADIO-TV 
A . Supply local newspapers and other publications, radio, and TV stations 
with stories on: 
1 . Special company events 
2. Special company visitors 
3. Employee activities, e . g . , promotions 
4 . Human interest stories 
B. Write or contact local editors on subjects of town interest proposing 
community courses of action, pointing up town needs or negligences, 
and expressing a contructive attitude on the subject. 
C. Be sure press and local radio and TV stations have a 24-hour source 
for company information . 
D. Invite editors, reporters , radio-TV representatives to visit plant or 
business location. 
VII . SPONSOR AND PROMOTE FILM SHOWINGS 
A . Local theaters, schools , plant auditoriums, clubs, civic groups , etc . , 
on subjects on how to solve community problems, the free ent erpri se 
system, science and education, etc . 
B. Sources include : 
1. General Electric Film Catalog 
2. A Directory of 2, 002 16mm Film Libraries - U . S . Government 
Printing Office 
3 . National Association of Manufacturers Film Library 
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4. Film Division, Harding College, Searcy, Arkansas 
5 . National Education Association, Washington 6, D. C. 
VIII. NEWSLETTERS AND BULLETINS 
A. A one-sheet inexpensively printed company bulletin containing informa-
tion on your plant programs, policies, aims, ·or information of commu-
nity interest can be mailed to community leaders. · 
B. Employee magazine or newspaper canalso be mailed to community neigh-
bors. Wider circulation of an employee newspaper can be obtained inex-
pensively by publishing it as a paid advertisement in the local newspapers. 
IX. CONTRIBUTIONS TO LOCAL CHARITIES 
A . . Maintain firm but fair contribution policy in the community. 
X. PURCHASE GOODS LOCALLY, WHEREVER POSSIBLE 
XI. HAVE ALL POINTS OF COMMUNITY CONTACT CHECKED FOR GOOD COM-
MUNITY. RELATIONS PRACTICES 
A. Telephone switchboard 
B . Employment office 
C. Purchasing office 
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.APPENDIX G: 
INDUSTRY 'S VIEW ON FINANCIAL SUPPORT FOR EDUCATION 
FINANCIAL SUPPORT FOR EDUCATION 
Recognizing the fmancial plight of the nation's educational system, both p11blic and private, the National 
Association of Manufacturers has launched an unprecedented campaign to rafly bustness enterprise to provide 
additional funds to maintain and improve our educational institutions. 
In a resolution regarded by educational, industrial and professional leaders as of the highest significance, the 
Association takes the position that the businessmen of America must sho11ider a s11bstantially larger share of the 
financial responsibility for educating futtlfe generations of Americans. For yo11r information and publication if 
desired, Industry's View on this problem is encompassed on this and the following pages. 
On December 20, 1951, the National Association of Manu-
facturers announced the unanimous adoption by its 160-member 
board of directors of a Resolution on Support of Educational 
Institutions which declared that: 
"Business enterprises m11st find a way to st•pport the whole 
edt1cational program- effectively, regularly and now." 
In the context of the discussions in· the association's Educa-
tional Advisory Committee and Educational Advisory Council 
which preceded the board's formal action, this declaration rep-
resented a bold new approach by the association to the question 
of financing education. 
Industry's Responsibility 
Many times over the years the NAM has voiced industry's 
interest in education. Managing Director Earl Bunting has 
continuously stressed the importance of education to our 
national well-being and progress. Industrial leaders have been 
urged to cooperate more effectively with educators in strength-
ening and improving the schools in their home communities. 
Now the association has gone further and urged business enter-
prises to assume a larger and more concrete responsibility for 
the financial support of education. 
Going beyond this declaration and seeking to implement it, 
the resolution called on the NAM's more than 17,000 member 
mmpanies (which produce some 85 per cent of the nation's 
manufactured goods) to: . 
1. Continue efforts to secure adequate local, state and private 
support for elementary and secondary schools. 
2. Exert every effort to make available to higher education the 
supplementary private financial support essential to meet 
the educational needs of our youth, American industry, and 
the nation. Suggested were: Grants-in-aid, endowments, 
buildings, scholarships, research projects, and contributions 
to organizations which raise ·and disburse funds for special-
ized education. 
Thus the nation's leading industry association began mar-
shalling strong support for a .proposal, advanced with increas-
ing frequency in recent years, that business and industry may 
quite properly set aside some part of their earnings, regularly 
and according to a pre-dete~mined plan, to be used to support 
educational and philanthropic activities. 
The action, sponsored by the NAM's Educational Advisory 
Committee and endorsed by leading educators, including the 
representative group which composes the association's Educa· 
tiona! Advisory Council, reflected conclusions which came out 
of broad review of the whole problem of education financing 
conducted by the association in the past year. Cooperating in 
the study were 32 industry leaders with a keen interest in edu-
cation who serve on the association's committee, the 24 educa-
tors representing all levels of both public and private education 
who compose the council, and the staff of the association's 
Education Department. 
Influential leaders in industry and business, as well as edu-
cators, have been increasingly concerned in recent years by the 
relative " freeze" · in funds available for education at the very 
time when educational needs were expanding and educational 
costs were mounting even more rapidly. 
"Squeeze" of Various Forces 
Private fortunes, once the source of large endowments and 
other forms of support no longer are being accumulated, due to 
operation of the progressive rate principle in income taxes. At 
the same time Federal taxes are taking more and more of the 
income earned in each community and state, leaving less money 
available for education and other needs. Compounding these. 
forces has been inflation, which by halving the value of the 
dollar doubled the need for dollars just to maintain existing 
fac\].lties, facilities and standards. 
This squeeze of economic forces, which threatens the very 
existence of many institutions of higher learning and is weak-
ening all education in a period when the clear need is for more 
and better education, is a matter of grave import to all Ameri-
. cans. It is especially disturbing to thoughtful men in industry, 
who see in education the key to industrial progress, rising 
lndustry'svie .ws on topics of current public interest are factually presented 
here for your information and such use as you care to make of them. 
NATIONAL ASSOCIATION OF MANUFACTURERS 
14 WEST 49th STREET • NEW YORK 20. N. Y. 
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standards of living, good government, and ever higher social 
and cultural achievements. Threats to education are sharpened 
threats to industry,. which needs skilled men, a prosperous econ-
omy, and a highly literate and informed citizenry. 
In this situation somi of industry's most able leaders con-
cluded that the only alternative to further Federal aid to educa-
tion with its grave implications to academic freedom lay io 
calling on business and industry to help provide for the neces-
sary state, local and supplementary funds. 
Some leaders have proposed that business enterprises set 
aside a fixed percentage of their earned income for the support 
of education and philanthropic endeavors. Were business 
enterprises to accept this reasoning, the funds thus provided 
could be very large. One estimate, based on an assumed rate of 
3 per cent of earnings, placed the potential total from corpora-
tions at more than $1,000,000,000 a year. What even a fraction 
of such a sum would mean to education is apparent if one 
remembers that the total educational expenditures of all ac-
credited colleges and universities and various junior colleges 
amounted to only about $1.3 billion in the academic year 1950. 
The National Education Association's Educational Policies 
Commission has estimated that the nation currently is spending 
only $5 billion a year on its public schools. 
Resolution on Support of Educational Institutions 
APPROVED BY BoARD, OCTOBER 30, 1951 
Essential to the perpetuation of the American way of life is 
a system of education which includes both privately and pub-
licly supported schools, colleges and universities. The privately 
supported institutions arc in a critical financial plight. The 
public institutions, state and local, are likewise having serious 
financial difficulties. 
Industry recognizes the essential contributions made by these 
institutions to the development of leadership to manage its 
increasingly complex operations, the contributions in both pure 
and applied scientific 'research, the investigations and study of 
pertinent phases of our life, and the development of social and 
Civic competence of our citizenry. 
Business enterprises must find a way to support the whole 
educational program effectively, regularly and now. In the 
light of the situation which faces American education, the 
Educational Advisory Committee of the National Association 
of Manufacturers recommends that the Board of Directors of 
the Association officially recognize this situation and use its 
influence to urge the membership of the National Association 
of Manufacturers: 
1. To continue its efforts to secure adequate local, state 
and private support for a. sound program of elementary 
and secondary education for all American youth. 
2. To exert every effort to make available to higher edu-
cation the supplementary private financial support essen-
tial to meet the educational needs of our youth, American 
industry and the nation. This private support may be in 
the form of: 
a. Endowments, grants-in-aid, buildings and such 
other items as may be determined. 
b. Assistance to qualified and worthy individuals to 
continue their educational careers through programs of 
scholarship awards and other grants for education. 
c. Utilization so far as possible of the facilities, faculty 
and staff of colleges and universities to carry on· research 
in pure, applied and social science and in all other areas 
which will prove beneficial not only to industry but to 
American life. 
d. Assistance to demonstrably sound organizations 
whose funds are raised for and disbursed to urgently-
needed fields of specialized education. 
Industry's Basic Views on Education 
REsoLUTION APPROVED BY 53RD CoNGREss OF AMERICAN INDUSTRY, DECEMBER, 1948 
Education is an ancient enterprise which has been a power 
in developing the resources and in shaping the future both of 
society and the individual. The importance of education as the 
foundation of democratic liberties and as a bulwark of freedom 
is generally recognized. Although the American people have 
accepted the need for and are committed to provide an organ-
ized system of education for the benefit of all the people, that 
obligation has not yet been satisfactorily fulfilled. 
At a time when our schools should be expanding to meet the 
needs of increasing numbers of shrdents, current support in 
ma.ny instances is proving inadequate. The economic pressure 
upon teaching personnel to seek better compensated employ-
ment in fields outside the teaching profession is a: challenge to 
the American people tu recognize the teacher as an indispens-
able member of society and to provide attractive compensation 
for teachers together with favorable school conditions~ 
All phases of American society are beneficiaries of the educa-
tional system, but no single group, class or partisan interest has 
a preferred claim. The contribution of education to the whole 
American culture creates in each segment of society a responsi-
bility for its support and development. 
Manufacturers have a sincere desire to see established and 
maintained an educational system which meets the varying and 
changing ncecis of the individual and of society and which 
should be consistent with the American way of life. 
The Congress of American Industry believes that the great -
est contribution to the achievement of the above goal will be 
made: 
1. When the various units throughout the entire educational 
system are permitted reasonable and suitable diversity m 
character and program; 
2. When the educational units are administered at, or as 
closely as possible to, the local level ; 
3. When the individual unit at the community level is free to 
develop a program in accordance with its purpose and 
when it is held accountable to the people for its steward-
ship; 
4. When students, through opportunities for broad and di-
versified exploration, investigation and evaluation, are 
accorded the maximum freedom to learn, consistent with 
sound educational practice; 
5. When individuals, local and state governments, and every 
business clement of our economy fulfill their responsibility 
by providing adequate support for the whole educational 
program; 
6. When individual businessmen take the responsibility in 
their own community for careful study and cooperation in 
connection with the courses of study, the adequacy of school 
facilities, and the compensation of teachers. 
The 53rd Congress of American Industry accordingly em-
phasizes industry's interest in education and calls upon all 
employers to initiate and promote closer ties between industry 
and education in their own communities, to give active leader-
ship and personal support to the maintenance of adequate edu-
cational facilities and the compensation of teachers on a basis 
which is consistent with their professional stature. 
Tbe above resolution was amplified in the following state-
m eul which Wtts mbmitted to the Legi.rlcztive Ref erence Sen,ire 
of the Library of Congress on October 10, 1950. 
The Association believes in principle that the determination, 
administration and control of education is properly a state and 
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local concern and prerogative. This includes elementar; 
secondary, higher and adult education. 
The Association further believes that many education an 
training programs for adult workers, and especially those cor 
ducted within business and industrial establishments, can be: 
be determined, administered, supervised and operated by ind 
vidual employers or employers' associations through their ow 
facilities or in cooperation with state andjor local educatio 
authorities. 
The Association views with increasing concern the contim 
ing governmental activities aimed at further extending the rol 
of the Federal government into the field of education. too 
educational activities should be handled at the local !eve 
where the agencies of government are in close touch with an 
amenable to the wishes of the people. Educational opportun 
ties must be increased and improved and new and better facil. 
ties provided in many sections of the country. In this endeavc 
to upgrade our American educational system, American bus. 
nessmen and industrialists face the responsibility of actin 
vigorously, each in his own community and in accordance wit 
the policies adopted by the 5 3rd Congress of American Indu~ 
try. Intensive work is necessary to reverse the trend of the !a~ 
17 years toward centralized government, and to bring loG 
responsibi lities with the necessary tax revenues to support therr 
back home where they belong. 
Comments by Others 
DR. JAMES BRYANT CONANT, President, Harvard 
University.-! am particularly glad you mentioned endowments 
under 2a, as I feel there is a strong defeatist tendency in some 
business quarters to say the days of endowment are over. . .. 
Hope very much your resolution will be widely circulated and 
receive support of those to whom it is directed. 
S. SLOAN COLT, President, Bankers Trust Co., New York, 
and President, National Fund for Medical Education.-This 
forward-looking action by the board of directors of the 
National Association of Manufacturers is indeed most encour-
aging .... It is vital that the medical ·schools find new sources 
of private voluntary income. . . . Clearly, th~re are direct 
benefits and sound business reasons for America's manufac-
turers to join freely with other segments in creating new sources 
of support .... 
ROBERT P. PATTERSON, Former Secretary of War.-1 
wonder how many of our citizens realize that at the present 
time many of our educational institutions have been foKed to 
reduce their teaching staffs and to hold instructors down to less 
than a living wage .... It is most heartening that the National 
Association of Manufacturers is putting the full weight of its 
support behind the nation's educational program. 
WILLARD E. GIVENS, Executive Secretary, National 
Education Association.-! am glad that you are undertaking a 
most vigorous publicity campaign to acquaint members of 
school boards and of the teaching profession with the fact that 
you are urging the members of the NAM to do everything 
possible to provide adequate support for the entire educational 
system of the nation. 
BERNARD F. GIMBEL, President, Gimbel Brothers, Inc., 
New York.-The effort of the National Association of Manu-
factnrers to support ... the nation's whole educational pro-
gram is an importa!"lt step taken in the right direction at a 
critical time .. . . No wiser use of contributed dollars can be 
made by American business and industry than th~ir use toward 
the assistance, building up and endowment of our private! 
supported educational institutions. 
DR. HOWARD A. RUSK, Chairman, National Securit 
Resources Board, and Associate Editor, The New York Time~ 
- I am extremely happy to learn of the resolution adopted b 
the board of directors of the National Association of Manufac 
turers regarding industry's support of higher education ... . 
know that the action of your board of directors will be of grea 
significance in increasing industry's support in the serious prob 
!ems now facing America's medical sd1ools. 
DR. JOSEPH C. HINSEY, Dean, Cornell University Medi 
ca:l College.-! strongly endorse the statement and it is m 
sincere hope that the members of the National Association o. 
Manufacturers will do everything within their power to exten• 
the support to the educational institutions referred to in thi 
resolution. 
ALLAN B. KLINE, President, Ameri~an Farm Bureau Fed 
eration.-This is an excellent statement and the sentiments ar 
sound. So far as agriculture is concerned, there is not the leas 
doubt but that education in this country has been more respon 
si ble for our progress during the past 50 years than any othe 
single thing. I am sure the same could be said for every brand 
of industry .... Congratulations on the program. · 
ALFRED P. SLOAN, JR., Chairman of the Board, Genera 
Motors Corporation.-.. . Our universities and technologica 
institutions must be made financially secure as vital an< 
dynamic instrumentalities for progress. And free at all time. 
to establish the truth. Far too many are presently in need . Th• 
alternative is government support. That means, in the fina 
analysis, political domination. There is no escape. 
RICHARD C. PATTERSON, JR., U.S. Minister to Switzer 
land.-This action should do more to help private institution. 
than any move tak~n in the past several years. Sponsorship b; 
the NAM ... w1ll have a tremendous effect on those in : 
position to support private education. 
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APPEllilHX H: PROTESTA11T DOCTRINE FOR BUSDIESSNEN; 
CATHOLIC ECOfmMIC IDEAS; THE INDUSTRY 
COUNCIL PLAN 
PROTESTANT DOCTRINE FOR BUSTI~SSMEllj 
From Protestant doctrine, these principles and recommendations 
have evolved for the guidance of businessmen who wish to discharge their 
Christian duty, as outlined by Bowen*: 
1. The businessman should be activated by the motive of 
serving society rather than maximizing profit as the 
sole end of enterprise. His role is that of a steward 
and he is justified in retaining his social position only 
if the interests of society, on balance, are best served 
thereby. 
2. As a corollary to the doctrine of stewardship he is to 
administer all natural resources that come under his con-
trol with special care so that the interests of both 
present and future generations are safeguarded. 
* 1, pp. 39-41 
3. The businessman should help to advance the efficiency and 
productivity of society, because greater production is re-
quired to eliminate poverty and drudgery and to meet the 
11needs 11 of mankind. In measuring; efficiency, human 
factors and nonpecuniary costs ere to be taken into 
account. 
4. The businessman should be imbued with respect for the 
dignity and essential worth of all men and with a spirit 
of compassion, shown in his relationships with his 
workers, customers, suppliers, competitors, and others 
with whom he has business dealing. 
5. As a corollary to the doctrine of human dignity, he must 
refrain from discrimination among persons on grounds of 
race, religion, political views, national origin, social 
status, physical appearance, or sex (except as these 
characteristics affect actual w·ork performances). The 
businessman is to work actively to bring about a lessen-
ing of such discrimination. 
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6. As another corollary to the doctrine of human dignity, 
equal opportunity is to be accorded all persons -
particularly young persons - for personal development 
commensurate with their potentialities. 
7. \fuolesome, saf'e, and healthful working conditions are to 
be provided, with reasonable hours and reasonable pro-
vision for the physical and cultural needs of workers. 
8. Reasonable security is to be afforded all workers either 
through social insurance or through voluntary programs 
such as company retirement plans, sickness benefits, 
regularization of work, guaranteed annual employment, 
etc. 
9. The integrity and welfare of the family is to be pro-
tected, and arrangements relating toterms and conditions 
of employment must be guided by this objective. 
10. The sense of vocation among workers must be strengthened. 
The nature and terms of employment should be such that 
the worker finds meaning in his work and is given a 
sense of serving his fellow man through his daily tasks. 
11. Compensation of labor should take into account human 
family needs as well as the market value of services per-
formed. Large income, on the other hand, should be 
limited to what is justified by social considerations of 
need, incentive, and capital formation. 
12. The businessman must respect the right of labor to or-
ganize and must join ~dth labor in collective bargaining. 
13. So far as possible and practicable, the distribution of 
· property and power should be diffused widely, and 
economic and political organization should be decen-
tralized. 
14. Prices , wages, and profits should be determined v<i th con-
siderations of justice paramount. 
15. Honesty should be observed in all transactions. 
16. Only worthy products designed to meet worthy needs of 
people should be produced, and advertising and selling 
methods should not i mpair the moral and cultural stan-
dards of the public. 
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CA'l'HOLIC ECONOJYliC IDEAS* 
In many respects, Catholic attitudes toward economic questions are 
similar to those expressed in Protestant pronouncements. For example, 
Catholic doctrine, as applied to American conditions, opposes the extremes 
of both laissez-faire capitalism and communism; it emphasizes the concept 
of stewardship and social responsibility in the use of personal talents and 
private property; it criticizes the profit motive a.s a sole or dominant 
motive in economic life; it favors wide distribution of power and property, 
and "just ice" in the distribution of income; it upholds the right of labor 
and farmers to organize; it advocates the cooperative movement; it is con-
cerned with the concept of vocation ; it advocates a "living wage" and good 
working conditions ; it emphasizes t he dignity of man and the importance of 
his being treated with respect in economic relationships; it condemns dis-
crimination among persons on the basis of race; it favors provisions for 
security of pers~ns against the contingencies of life; it advocates protec-
t ion of the family; it demands "just" prices; and it eschews detailed blue-
prints applicable to all times and places. 
The Roman Catholic Church is unique among religious organizations 
in the thoroughness, the authority, and the systematic exposition with 
which its economic ideas are present ed. In additi on to the long tradition 
of economic thought going back to St . Thomas Aquinas and beyond, and in 
addition to the several papal encycl icals of modern times, Catholic 
writers of several countries have pr oduced a voluminous and detailed 
literature expressing the Catholic position on economic affairs. This 
literature develops fully the idea, only vaguely suggested by Protestant 
writers, that the solution of our economic ills lies in the direction of 
broad and r esponsible parti cipation of all groups in economic decisions . 
The Catholic proposal is to reorganize economic life on the basis 
of cooperation rather than class struggle and on the basis of control of 
voluntary groups representing interested parties rather than control by 
either excessive competiti on or excessive public regulati ons. The purpose 
is to achi eve teamwork among all parties in economic life. As Father Cronin 
has stated, 11the basic ·~veakness of modern society is that we have abundant 
means for pressing special interests and claims, but we are deficient in 
organizing to secure common interests and mutual concerns. The solution, 
he says, "is a restoration of smaller social units in both economic and 
political fields, with real power inherent in these groups. At the same 
time their activities must be coordinated so as to secure essential social 
ends. In the economic sphere, this can be done partly by competition and 
the market and partly by limited state interventi on. But the bulk of the 
candmnative process should be committed to the self-governing social 
·groups which represent the diverse interes ts in economic life ••• The best 
answer to individualism and statism alike is the multiplicity of buffer 
* l, pp. 164-166 
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societies, hierarchically arranged, with a maximum of power at the lower 
levels, while higher groups step in only when needed to coordinate and 
regulate in the interests of the common good. -
THE INDUS'rRY COUNCIL PLAN * 
Specifically the Catholic proposal is to organize industry 
councils, the membership of which would vary according to the functions to 
be performed. These councils would be officially recognized by the govern-
ment but would not be public agencies. They would be organized at the 
level of industries, occupations, or professions, of geographic areas, of 
related groups of industries, of the whole country, and even of the entire 
world. There would also, presumably, be councils of managers and workers 
within the individual plants or companies. These would not properly be 
regarded as "industry councils" but rather as preparatory or underlying 
organizations. The organization and structure of industry councils would 
be determined according to the particular functions to be performed and 
according to the interests that would be affected by the performance of 
these functions. They would, so far as possible, be organized around the 
common interests of the various groups represented rather than the diver-
gent or conflicting interests. They would deal with the problems of the 
industry or region or national economy or world economy with a view to 
social welfare. They would perform policy-making and judicial functions 
and, subject to general supervision by the state, would be empowered to 
enforce their decisions. They would advise with the government in the 
framing of its laws and administrative procedures affecting economic life. 
At the level of individual plants or individual enterprises, the 
industry councils would be composed of representatives of labor and manage-
ment. They might consider common problems relating to production , markets, 
expansion of the business. It is not clear whether working conditions and 
wages would be considered, because these give rise to divisive issues. 
Some writers favor inclusion of these matters and others prefer (at least 
at first) to handle them through present machinery. At the level of whole 
industries or groups of industries, problems of fair competition, codes of 
ethics, trade practices, sources of raw materials, and labor standards 
would be considered. On these councils would be representatives of labor, 
manag.ement, and the public. Industry councils in agriculture would deal 
with planting quotas, soil-conservation practices, and farm credit. 
Regional industry councils, with broad representation, might deal with 
regional plannine and development or with regional problems such as land 
use, transportation and diversification. National industry councils would 
coordinate the activities of the various subsidiary councils, would con-
sider comprehensive planning - especially for economic stability - and 
would advise with the government on its programs affecting economic life. 
* l, pp. 166-169 
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I nternational councils would consider international trade, regional develop-
ment , and kindred subjects. The industry councils at the various levels 
would presumably evolve from or build upon the many trade associations and 
other organizations now functioning in our modern economic life. 
The essential diff erence between the industry councils and the 
present organizations is that the f ormer would be organized to represent all 
interested parties and would be designed to consider the social interest, 
whereas the present_ organizations are devoted predominately to furtheri ng 
the i nterests of particular groups and classes often without regard for the 
common welfare. Presumably, any tendency of the industry councils to \'TOrk 
agai nst the common interest would be checked by the provision that their ac-
t ions would be reviewed by industry councils _at the higher levels and final-
ly by the government. _ Their object, however, would be to relieve government 
of the function of detailed supervision and control over economic life by 
delegating this work to subsidiary organizations consisting of the people di -
rectly concerned. 
Catholic writers are sensitive to two criticisms. ~:irst, i t is 
sometimes suggested that the comprehensive industry council plan resembles 
t he economic organization under Italian f ascism. They answer this criticism 
by pointing out that the industry council plan was perverted in Hussolini' s 
Italy by the existence of a dictatorship in which authority and control was 
handed down from above, whereas the industry council plan as proposed would 
r epresent a kind of democratic economic government in which initiative and 
power would be widely delegated and diffused among organizations at the grass-
roots representing all classes of people. 
Second, it is sometimes suggested that the industry council plan is 
only another NRA , an or ganization which, in retrospect, has had few consis-
tent supporters. In answer to this, it is pointed out that the 1~ was a cre-
ation of government imposed suddenly without opportunity for the kind of evolu-
tionary development that 'IIOuld be necessary to create a stable organization of 
t his kind. I t failed to give r epresentation to labor, and it concentrated on 
problems of pricing and output determination with results unfavorable t o the 
public interest. The indus try council plan, on the other hand, would evolve 
graduall y from existing organizations; would give representation to labor; 
would concentrate on trade practices and codes of ethics rather than on prices 
and production which would be determined largely by private initiative and 
regulated so far as practicable by competiti on. 
The industry councils, in other words, would be concerned primar-
ily with the environment in which private business is to be conducted, 
with the standards, with the rules of the game and the enforcement of these 
rules,rather than with the detailed conduct of business. For example, 
the present Pope, Pius XII , i s explicit in stating that "the owner of the 
means of production, whoever he be - individual owner, workers' association, 
or corporation - must always - within the limits of public economic 
law- retain control of his economic decisi ons." According to 
2. r6 
this view, we would suppose that the industry council is not to take over 
the detailed management of economic affairs. Some writers, however, 
suggest that the councils would regulate wages, prices, output, and other 
detailed aspects of business management. 
The industry council plan is a far-reaching scheme for the re-
organization of economic life. That such a plan could have been con-
sistently advanced over a long period of years by a succession of popes 
and by leading Catholic scholars surprises most people who have not been 
close to Catholic thought. Perhaps most Americans - even those who are 
members of the Catholic Church - are still not aware of t he proposal or do 
not understand its full i mplications. 
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